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Abstract
This research tested a criterion-centric approach to validation (Bartram, 2004) for the 
criterion of leadership effectiveness involving: i) establishment of the criterion 
domain, and ii) measurement thereof, based on a-priori hypotheses of the predictors 
and criteria for the validation. The study proposed a refined model and concept for 
the implementation of this approach, which included the usage of different types and 
structures of predictor and criteria measures as matched to a specific criterion 
framework. This approach allowed the examination of the effectiveness of this 
approach of validation including key considerations for actual implementation. 
Using a process model with a two-phased mixed method approach, studies were 
conducted in Malaysia in an organisation with national level mandates. The study 
devised a trait based theoretical criterion framework from a qualitative inductive 
approach encompassing critical incident interviews, card sort tasks and a focus 
group. The six components of this framework were in line with current leadership 
literature (e.g., SHL Great Eight Competency Model), with the card sort task 
revealing Asian participants placing more emphasis on people-related criteria than 
Europeans. These components then determined the predictors and criteria measures 
for the subsequent validation study including a logical judgment exercise and 
collecting data using predictor measures for cognitive ability, trait/personality and 
motivation-to-lead (Chan & Drasgow, 2001), while the criteria measures consisted of 
the organisation competencies and job performance ratings and also a 360° work- 
performance evaluation. There were statistically significant results for cognitive 
thinking criteria only (though the relationship was not the strongest with the 
hypothesized component of the framework). The emphasis on people-related criteria 
found in the qualitative study was not corroborated by the quantitative data, which 
indicated that leaders are more effective if they are bright. Based on the findings, 
refinements to the process model were proposed, including a hierarchical structure 
criterion domain and differentiation of both criterion framework and measures for 
more effective validation using a criterion-centric approach. The research 
demonstrated the challenges of using ‘real life’ data in determining clarity for 
predictor-criterion relationships for this approach. Future research needs to develop 
better-articulated models of performance to address the need for differentiated 
measurement criteria which are vital for both practitioners and researchers.
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Chapter 1
1. Introduction
This first chapter discusses the background of the thesis that is an introduction 
to the factors that influenced the conceptualization and execution of the studies. This 
is followed by brief reporting of the results from a preliminary survey conducted to 
ascertain assessment and selection practices relating to the research context. The 
chapter then provides the rationale and research aims, proposed contribution of the 
study, and set of studies involved, and finally an advance summary of each thesis 
chapter in order to guide the reader.
1.0. Background of the thesis
Selection and assessment is an important process that provides practitioners 
with valuable input for making decisions about selection, promotion and 
development in organization settings. The precision of the assessment methods 
employed in the occupational setting is crucial for practitioners in making the right 
choices or job suitability decisions relating to human resources.
The use of psychometric tests comprising of, but not limited to, personality test 
and aptitude tests, has been an increasing practice in organizational selection 
processes (Carless, 2009). Even in a South East Asia context, Kim, Baba, Abdullah 
and Zumbo (2004) reported that psychological testing in Malaysia is increasingly 
recognized in education, mental health and personnel selection. The authors also 
noted a lack of expertise in local test construction, which led to reliance on tests and 
standard developed in Western countries. Such application of the tests may not be 
suitable for a local Non-Western context the development and the standardization 
based on the Western context. In addition. Western culture values that may feed into 
related assessments are not appropriate worldwide (Swierczek, 1991). Evidently, the 
options for locally developed psychometric tools are limited, while the demands for 
the measures are increasing. This demonstrates the potential contribution of 
conducting research relating to the psychometric assessments in a context other than 
Western countries.
This popularity of such methods can be attributed to the relative ease and cost 
effectiveness of administration, as test providers are using modem technology in the 
process (Bartram, 2001; Pitrowski & Armstrong, 2006). The globalization and 
internationalization of the world-wide economy has also led to enhanced 
international interdependence and inter-linkages. This has encouraged international 
companies to implement assessment practices such as psychometric testing on a 
worldwide scale. However, another reason for opting psychometric tests in selection 
is the notion of the validity, in other words how well such assessments relate to 
performance, research have supported that psychometric tests are an effective and 
reliable business tool in selection. For example, meta-analytic findings by Schimdt 
and Hunter (1998) found that general mental ability (GMA) combined with other 
selection methods resulted in highest multivariate validity and utility of job 
performance (Schimdt & Hunter, 1998).
Relevant validation studies for selection and assessment methods have focused 
on how effectively personality or ability tests predict job performance. However, 
research has shown that this prediction-centric approach to validation has limitations 
resulting in a relative lack of focus on appropriate criterion measures (Bartram, 
2005). Rather than taking a prediction-centric approach, which focuses on 
improving prediction through the definition and selection of predictor measures, 
Bartram (2005) advocated understanding what underlies for example, work 
performance as a starting point, leading to differentiation of criterion measurement 
and hence better prediction of work performance. He explained that a criterion- 
centric approach -  in which a-priori hypotheses emphasize the appropriate 
performance criteria, for example measures that tap into job performance -  needs to 
be defined and agreed before any validation study is undertaken. The pairing of the 
predictor with relevant measurement of the criterion results in more accurate 
prediction of job performance, by allowing researchers and practitioners to specify 
and then measure which aspect of a criteria is best measured by certain predictors. 
The study demonstrated how this criterion-centric approach -  which involves 
differentiating performance in the criterion domain -  led to better-articulated 
predictors of work-related behaviours. This understanding of the criteria would
contribute to a more precise and accurate measurement model and thus better 
decisions in occupational settings.
Since then, Van Iddekinge and Ployhart (2008) observed that the focus on the 
criterion domain has led to a noticeable trend in selection research, as researchers 
and practitioners rely on precise specification and assessment of criteria for effective 
selection, development and validation of predictors. It is this focus on understanding 
criteria as a starting point that has influenced the overall objectives and scope of this 
research. The context for doing so was the identification of criteria relating to 
leadership potential and effectiveness in a national organisation in Malaysia. This 
organization is of critical importance to the local economy (3.5 105).
1.1. Leadership effectiveness
Given this, the study focused on a critical sample of aspiring and current 
leaders, rather than sampling across the entire organisation. The focus was on the 
identification of a performance framework and relevant measures for current and 
future leaders, given their importance in the organizational hierarchy.
Leadership effectiveness as the criterion in this study is important given the 
economic changes experienced throughout the world as a result of globalization and 
internationalization, created new challenges and changed the leader’s role (Millward, 
2005; Shippmann, Ash, Battista, Carr, Eyde et al., 2000). Furthermore, the global 
economic recession has led to a more difficult operating environment that demands a 
different skills set and the ability to manage these situations. These changing and 
challenging times have resulted in the continuing interest in how we can 
conceptualise and measure leadership performance. This has been reflected in the 
growing number of researches and publications on leadership and also in the applied 
side of leadership in organizations throughout the world.
Regarding such leadership effectiveness, Vroom and Jago (2007) indicated that 
although twenty years had passed since Bennis and Nanus (1985) stated that 
researchers did not know what distinguished effective and ineffective leadership, this 
view was nonetheless still applicable. While research has established the criticality of
effective leadership within an organization, research on management and leadership 
has been criticized due to its lack of generalizability across organizational settings, 
sectors, and cultures (Hamlin & Cooper, 2005).
Also, Al-Attas, S. (2009), a writer for The Pulse^, quoted Heidrick and 
Struggles (2008) series of interviews with Chief Executive Officers, which stated 
that: ‘according to the International Monetary Fund, the Asia Pacific region will 
account for 45 per cent of the world gross domestic product (GDP) by 2015, 
compared to 20 percent for the United States and 17 percent for Western Europe’. 
She noted that Western countries, having realized the potential of the region, have 
been making efforts to identify global leadership competencies in order to engage 
with the economic opportunities in the East. This research on leadership 
effectiveness in the proposed context will therefore provide valuable insights that are 
timely in terms of understanding leadership in such a thriving economy.
On the one hand, leadership studies such as the GLOBE (Global Leadership 
and Organisational Behaviour Effectiveness) study attempted to identify global 
leadership dimensions but also provided a description of an effective leadership 
profile according to different countries. This is based on an underlying assumption 
that culture varies between countries, which ultimately has leadership and 
management implications (Javidan, Dorfman, Howell & Hanges, 2006). However, 
the project has been questioned as to whether the behaviours identified are desirable 
ones, as opposed to those needed for achieving outcomes in organizations (Bartram, 
2004). Furthermore, in line with trying to ascertain an understanding of what good 
Asian leadership entails, Chan (2004) suggests that leadership styles are changing as 
more leaders receive training in Western business schools. The local leaders exercise 
their acquired Western leadership skills in the local context, even though in practice 
these may be culturally unacceptable. She also argues that despite these cross- 
cultural differences, universal attributes of leadership, such as trustworthiness, apply 
across any culture and society; however, the way that the trust is attained may differ 
between cultures. In brief, the current literature suggests that attributes which mark
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effective leadership performance in this region appear in transit. This observation 
resulted in the adoption of the criterion-centric approach to validating leadership 
effectiveness criteria in this region. This was also critical given that the participating 
organisation is from the financial sector. During the recent recession high profile 
examples of ineffective leadership have gained much prominence in popular 
parlance, such as Fred Goodwin, aka ‘Fred the Shred’ how was noted for his 
mismanagement of a major UK bank (Aitken, 2009).
1.2. Preliminary survey
Before proceeding with the main PhD research, the researcher conducted an 
initial survey relating to existing selection and assessment methods in a South East 
Asia context in October 2007. This was an exploratory survey that covered areas 
pertaining to selection and assessment practices of organizations in Malaysia.
Aims o f  the research. The purpose of the survey was to ascertain selection and 
assessment practices adopted by organizations in Malaysia and also to gain a general 
understanding of the implementation practices. Information collated from the survey 
determined: (i) familiarity of organization in Malaysia on the methods or type of 
tests, and (ii) language used in the selection and assessment methods.
Research design and procedure. The questionnaire administered online 
comprised of five main parts. This included selection and assessment methods 
relating to: i) job categories, ii) purpose, iii) methods employed, iv) language used, 
and v) practices of the organizations (see Appendix 1.1). The researcher sent out 
email invitation for participation to personnel of the human resources unit in the 
organization. The invitation to the recipient of the email included a request of 
forwarding the email to other human resources counterparts in other organization 
(see Appendix 1.2). The data analysis also comprised of a comparison of the 
selection and assessment practices in the United States of America (US) and United 
Kingdom (UK). The researcher distributed a report of the overall findings of the 
survey to respondents (see Appendix 1.3).
Sample. A human resources personnel from the organization that agreed to 
participate, completed the survey online. A total of 34 organizations participated in 
the online survey from finance, insurance, real estate and business services, and 
manufacturing sectors. Most of the organizations in the survey consisted of more 
than 1,000 employees (44%, n = 15). Table 1.1 and 1.2 demonstrates the distribution 
of the sector and size of the participating organization.
Table 1.1. Sector of participating organisation
Percentage No.
Manufacturing 21 6
Finance, Insurance, Real Estate and Business Services 24 7
Wholesale and Retail Trade, Hotel and Restaurants 7 2
Transport, Storage and Communication 7 2
Government Services 14 4
Construction 7 2
Others 21 6
NA 5
Table 1.2. Size of participating organisation
Percentage No.
Less than 50 9 3
51-100 12 4
101-250 6 2
251-500 27 9
501-1000 3 1
1001-3000 15 5
Above 3000 30 10
Data analysis and comparison data. The researcher analysed the findings and 
compared it to secondary data of selection and assessment practices from the UK; 
obtained from two survey findings from 2006 by the Association of Graduate 
Recruiters (N = 235) and the Chartered Institute of Personnel and Development (N = 
905) and the US; survey of Fortune 1000 firms in the US (N = 151) conducted by 
Piotrowski and Armstrong (2006).
Key findings. Firstly, respondents indicated that assessments are administered 
mainly to “Manager/Professional” job categories (68 percent; n = 23), followed by 
“Executive/Administration” and “Senior Manager/Director” categories with 50 
percent.
The findings provided evidence of adopting English language in assessments in 
this context. Overall, at least 90 percent of the respondents indicated that the 
implementation of the assessments have been done using English language; the 
remaining percentage used assessments in Malay language (with one exception of 
Mandarin language). This percentage of English language in implementing 
assessments can be seen in tests such as ability test (100 percent) and personality 
tests (92 percent). Assessment using face-to-face interviews that is, competency 
based and unstructured interviews reported both 96 percent.
Based on the data, several assessments procedures are similar to practices in 
the UK and US. For instance, US and survey findings reported the usage of 
‘application forms, resume and reference check’ with 95 percent and 85 percent 
respectively. In addition, UK and survey findings found similar usage of structured 
interviews with 89 percent and 79 percent.
The analysis showed differences in the usage of personality tests in Malaysia 
with total of 74 percent, while the comparison analysis showed a difference with US 
(19 percent) and UK (CIPD data with 30 percent) in using personality tests for 
selection.
Also, the participating organisations in the survey indicated the usage of ability 
testing of verbal (65 percent), numerical (65 percent) and non-verbal/spatial tests (50 
percent) as another popular assessment technique. The comparative data from UK 
indicated a similar trend with the exception that only two percent of organisations 
using non-verbal/spatial tests. The difference in the percentage of the type of ability 
test with the surveyed organisations can be attributed to the concern of cultural 
infiuences through the language in such tests leading to organisations to adopt all 
three types of ability tests. The survey findings indicate that these ability tests had 
been administered mainly for “selection purposes (e.g., new recruits)” (70 percent).
More than half of the organisations indicated that assessment practices have 
been in place for since establishment of organisation or more than ten years. The 
assessment procedures are reviewed on a regular basis.
Conclusion. Organisations in Malaysia practise the administration of several 
assessment methods including a range of psychometric tests for the purpose relating 
to human-resources decisions with variation in the trends of the type of assessments 
practices of the US and UK. In summary, the analysis of this preliminary study 
showed:
• Assessment is more likely to be conducted for Executive and above 
levels
• There is a trend for increased use of personality tests in Malaysia
• Assessments are used in English.
The findings from this preliminary survey provides evidence and support for 
conducting a research relating to measurement of criterion domain using 
psychometric tests in Malaysia as part of the South East Asia context.
1.3. Rationale and research aim
The discussion earlier in this chapter demonstrated the importance of starting 
with and emphasizing the criterion domain. This approach is purported to assist 
researchers and practitioners to enhance their understanding of what exactly is to be 
measured, and arguably should apply broadly, to assessment and selection, 
development, or talent management contexts. The discussion highlighted that rather 
than relying on a somewhat intuitive approach to selecting predictor measures, such 
as psychometric tests, to tap into performance measures, the conceptual matching of 
predictors and criteria for a specific construct results in higher validity estimates 
(Warr, 1999). Bartram (2005) took these notions one step further by arguing that a 
criterion-centric approach -  which focuses from the outset on the criterion, rather 
than the predictor(s) -  provides a more meaningful approach to measuring and 
validating important aspects of workplace behaviours. This, it is argued here, may 
be particularly pertinent in a context where what marks effective behaviours is 
currently emerging and in transit, such as for roles higher up the organizational 
hierarchy, in SE Asia. Indeed, there appears overall little agreement about how 
relative effectiveness at the leadership level can be measured.
The literature also suggest that there is a growing interest in human resources 
fuelled by the economic growth in the South East Asia region, but with little 
empirical evidence of the appropriateness and validity of relevant criteria. This has 
led to the reliance of organisations in the region to turn to Western theories and the 
usage of psychometric tools also depends heavily on Western models and tools. The 
preliminary survey demonstrated that organisations in the research context use a 
range of psychometric tools for input into human resources decisions. In summary 
then, the current set of studies set out to identify precisely how leadership 
effectiveness, as measured by relevant performance measures, is understood in South 
East Asia region.
The discussion of the above provides the rationale for the overall research aim 
that is; to test the ‘criterion-centric approach to validation’ for leadership 
effectiveness in the proposed research context. The testing of this approach involved 
examining the procedures and outcomes the approach, which establishes the criterion 
domain before the measurement and validation of the criterion and as to whether the 
research project can show that this leads to better measurement model of the criterion 
domain.
1.4. Proposed contribution of this study
• Judging from the literature review of this thesis, this research project would 
be the first independent evaluation of the criterion-centric approach to 
validation.
• It is expected that using this approach, the identification of the criteria of 
leadership effectiveness and matching of predictors-criterion measures using 
psychometric tools can be rendered more effective as a result of a refined 
understanding of the criterion domain.
• The differentiation of predictors also enables researchers to examine the 
incremental validity in measuring the criteria -  for example, whether the 
predictors in a personality scale provide additional criterion-related 
information in conjunction with measures such as a cognitive ability test, as 
found by researchers in the past, such as Bartram (2005).
• The comparison of the criteria used here (competency ratings and 
performance evaluation records from annual appraisal records), which are to 
be validated and mapped against other models, is also an important 
contribution, as anecdotal evidence suggests that many competency models 
and performance measures are implemented without prior validation.
• The setting of the study is also important as an examination of the 
performance criteria pertaining to senior roles in a SE Asian context is 
timely.
• Finally, from a practical perspective, the study provides local validation data 
for the criterion domain and psychometric tools used in the research, 
enabling a more valid approach to assessment in the organisation. This will 
be of benefit to the organisation and individuals within it by ensuring a 
better fit of individuals to leadership roles.
1.5. Set of studies
The evaluation of the criterion-centric approach to validation involved the 
study being divided into two phases. The first phase focused on identifying the 
organisational leadership criteria, and the second phase focused on the matching, 
measuring and validating of the identified criteria of leadership performance. Each 
phase consisted of a number of sub-studies in order to achieve the individual 
objectives. Figure 1.1 demonstrates a holistic view of the research design that 
incorporates the research strategy, targeted participants and also the desired outcome 
of the methodology of the research.
Overall, the research methodology adopted a mixed method design of the study 
consisting of qualitative and quantitative approach. The research design provided 
rigour for the research as the methodology enabled criterion findings sourced from 
participants and refined through statistical data collected in the research. The 
undertakings of these set of studies enabled the evaluation of the criterion-centric 
approach to validation in meeting the research aims.
First, the study adopted an exploratory approach using qualitative methods to 
identify the criteria using a critical incident technique. The technique included
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conducting critical incident interview where indicators of both effective and 
ineffective leadership behaviour were extracted. A card sort task with three groups -  
European, Malaysian and South East Asian participants -  was used to categorize the 
indicators into main and sub-themes. Finally, the leadership criteria based on the 
themes produced from the previous card sort groups had been finalized using a focus 
group.
In the subsequent phase, the second set of studies had involved a validation 
study, which adopted a quantitative approach. This phase involved the identification 
of relevant measurement of predictors and criteria followed by an exercise in which 
the identified predictor-criterion measures were matched amongst each other and 
with the identified criterion framework. This included using a conceptual 
concordance method (Warr, 1999), which involved subject matter experts (SMEs) 
who had rated the relevancy of the one set of the pairs of predictor-criterion 
measures. The data collection of the predictor measures included aptitude, 
personality/competency and motivation questionnaires. While for the criterion 
measures included job performance and competencies ratings and also a 360° 
performance evaluation. Finally, having these data sets, a validation study was 
conducted to examine the outcome of this criterion-centric approach to validation 
study.
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Figure 1.1. Research Design and Strategy
12
1.6. Thesis outline and summary of chapters
This first chapter has provided an introduction to the research and to the thesis 
as a whole. The thesis continues with chapters relating to the literature review 
(Chapter 2) and methodology (Chapter 3) of the studies. Chapter 4 presents the first 
part of the two empirical studies undertaken in this researeh project, while Chapter 5, 
6 and 7 details the second part of the study ineluding the discussion on Phase 2 
findings in Chapter 7. Then, the thesis elaborates on the discussion of the overall 
study in Chapter 8 before providing the conclusion in the final chapter of the thesis. 
Chapter 9.
Chapter 2 examines the literature relating to the proposed researeh. The 
chapter is struetured to cover the literature review of the thesis in three ways. The 
chapter begins with a discussion of the literature relating to the criterion domain. The 
chapter then goes on to examine the criterion domain in relation to the study that is, 
leadership effectiveness. Then the leadership literature relating to cultural and 
research setting aspects will also be included in this chapter. Based on the literature 
review, the chapter culminates in the exaet the research objectives for the thesis, and 
a series of hypotheses, which are then elaborated on in the subsequent chapters.
Chapter 3 introduces and diseusses the research literature on the methodology 
that was involved in the research. The chapter begins by providing the epistemology 
of the research including discussion on the researeh projeet adoption of the mixed 
method approach. The discussion then focuses into the two phases by elaborating on 
the researeh literature of the methods that were adopted in the research. The 
discussion focuses on previous research literature relating to the methodology by 
elaborating on details such as what the method entails, the proeedure, and the data 
analysis approaches of employing the method, respectively. In an effort to facilitate 
the understanding of the researeh context, details of the research setting such as 
structure, workforee and human resources matters, are also provided in this chapter. 
The chapter then concludes by reporting the research and ethical approval matters.
Chapter 4  describes in detail the first phase of the study. This chapter starts 
with an overview of the stages involved in this part of the study, which included the
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research objectives and questions that set the direetion of the study. This is then 
followed by the detailed diseussion of the research undertaken in each stage; CIT 
interviews, card sort tasks and a focus group. In this inductive approach to research, 
the diseussion for eaeh stage covers details of the participants, procedures, data 
analysis and findings, before presenting the next stage of the research. The chapter 
then provides a discussion of the findings from the three stages before concluding 
with the researeh implications for the Phase 2. The chapter presented the diseussion 
in a manner that addresses the research questions involved.
The Phase 2 was divided into separate chapters aeeording to the stages.
Chapter 5 describes the first part of the seeond phase of the study. The chapter 
provides an overview of the Phase 2 in the introduction and then gives details of the 
first stage of this phase study. This includes the identification and details of 
predictors and criteria used for the validation study, followed by a diseussion on the 
matching predictor and criterion exercise undertaken. In this research, three different 
matching procedures were involved. The chapter then diseusses the outcome of the 
matching exercise, whieh presents the a-priori hypothesis used for the subsequent 
validation study. The chapter concludes with a discussion and the research 
limitations of this part of the study.
Chapter 6 describes the second part of the Phase 2, which describes the data 
colleetion and procedures undertaken for obtaining the predictors and criteria data. 
The chapter then discusses the data analysis procedures followed by the preliminary 
results of the data collection. The chapter discusses these preliminary results and 
highlights the researeh limitations at the end of the ehapter.
Chapter 7 is the first part of the third stage of Phase 2. This involves the 
validation study, which examined the research’s a-priori hypotheses. This 
examination is done according to the matching procedures highlighted in Chapter 5 
where each section is complemented with the findings and discussions. Then, the 
discussion focuses on a comparison and some key points of the data analysis. The 
chapter concludes by highlighting an emerging theme that is examined further with
14
additional analysis. In this instance, the focus was on the ability component of the 
criterion framework. Further data analysis conducted ineluded examining the validity 
with job performance data and also comparing it with the ‘three-effectiveness model’ 
(Kurz, Saville & Maclver, 2010) that has ability as one of the faetors. The chapter 
coneludes with a discussion of the evaluation and interpretation of the overall 
findings of the entire Phase 2.
Chapter 8 includes a critical examination of the findings and researeh 
implications in addressing the research aim and objectives with reference to the body 
of knowledge on the matter discussed in Chapter 2 and Chapter 3. The chapter also 
provides a diseussion of the contributions of the study. From here, the chapter 
diseusses the future researeh directions and recommendations for practiee. Finally, 
the chapter concludes by sharing the dissemination of the research findings.
Chapter 9 concludes the thesis and restates the findings in the context of the 
body of knowledge on the subject matter.
A personal reflection of undertaking the PhD research is presented at the end of 
the thesis.
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Chapter 2
2. Literature Review
In line with the broad thesis objective of refining and testing a criterion centric 
model for performance validation, this chapter introduces theoretieal issues relating 
to the criterion domain and leadership effectiveness. First, the chapter examines 
common problems relating to criteria as discussed in the literature on the ‘criterion 
problem’. This leads into the diseussion the criterion-eentrie approach to validation. 
In addition, the role of structure pertaining to eriteria and the proeedures involved in 
determining and making predietions are included in this chapter. Based on the 
literature discussions, the research proposed a proeess model in which guides the 
studies of the thesis. The second main part of the literature review focuses more 
specifically on the criterion domain for the research that is, leadership effectiveness. 
The chapter also include discussion of literature relevant to the researeh eontext, 
before presenting the research areas and propositions of the research project.
2.0. The criterion domain
The task of understanding of the criterion domain of work-related behaviours is 
not a simple matter as criteria sueh as job performance has been deseribed as 
‘complex, dynamic and multidimensional’ (Hough & Oswald, 2000). Researchers 
have indicated that criteria ultimately determine if selection methods (such as those 
highlighted in Chapter 1, p. 7) are effeetive (Van Iddekinge & Ployhart, 2008; 
Saekett & Lieven, 2008).
The popularity of personality measures continues to grow eontrary to previous 
research findings indicating the lack of validity in personality testing, leading 
researchers to focus more on the predietor side as opposed to the criterion side in 
criterion-related validity studies (Tett Jackson & Rothstein, 1991). Nevertheless, 
Hough (2001) in her review of ‘advances in 1/0 psychology’ highlighted researchers 
such as Ghiselli (1966), Schmitt et al. (1984), Mount and Barrick (1991) conducting 
research on the criterion side. However, these researchers focused on validity 
coefficients for different types of criteria (e.g., training performance, tenure or 
absenteeism), not on questioning and furthering the measurement and understanding
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of the eriterion domain as such. This disparity in the researeh only foeusing on the 
predictor side in validation study led researchers to re-examine both sides of the 
equation as more commonly cited in criterion-related validity study of personality 
tests in the 1990s (Van Iddekinge & Ployhart, 2008). In line with this, Bartram
(2004) highlighted in his study that researehers and practitioners have been 
preoccupied with which test to use as opposed to understanding the eriterion for too 
long.
Given the importance and criticality of getting accurate specification and 
measurement of work-related criterion sueh as performanee, it is not surprising that it 
has been a seminal topie in many fields within industrial and organisational 
psychology.
What is a criterion?
Austin and Villanova’s (1992) working definition of a criterion is: ‘a sample of 
performance (ineluding behaviours and outcomes), measured direetly or indirectly, 
perceived to be of value to organisational constituencies for facilitating decisions 
about predictors of programs’ (p. 838). According to The Society for Industrial and 
Organisational Psychology (SlOP) an element of measurement against criteria 
(standards) can be seen in all areas of industrial and organisational (1/0) psychology. 
Some of the examples of criterion domains that have been researehed extensively in 
the 1/0 field include job performanee (e.g., Campbell, McCloy, Oppler & Sager 
1993), leadership (e.g., Bass, 1990) and counterproductive behaviours (e.g., Saekett, 
2002). These work-related domains are crucial, and have been found to have an 
impact on organisational effectiveness by increasing the individual, group and 
organisational performance or by increasing organisational profitability (Van 
Iddekinge & Ployhart, 2008; Carless, 2009).
The problems with identifying a criterion
Austin and Villanova (1992) journal publication on ‘The Criterion Problem: 
1917-1992’ attempted to examine pertaining issues relating to criterion domain over 
a period of 60 years. The authors highlighted several inevitable issues relating to 
scientific research on criteria and described that criterion problem as a term that
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‘admonished researchers about the difficulties involved in the process of 
coneeptualizing and measuring performance constructs that are multidimensional and 
appropriate for different purposes’ (p. 836). The authors description of the 
diffieulties involved in criterion constructs included: i) situational factors that 
constrained the translation between behaviours and results, ii) choiee of dimensions 
construed in conceptualizing the criterion, iii) context dependent as the measure used 
to represent the criterion may be unsuitable in another context, and iv) the lack of 
articulation in decisions made regarding the inclusion or exclusion of measures of the 
criterion. The nature of these criterion problems is foeused at the conceptualization 
of the domain in the initial stages. It refleets the challenges of not being able to 
measure the eriteria correetly and not using the right starting point. More so as 
researehers have often been too foeused on the predictor side (Pulakos Borman & 
Hough, 1988; Campbell, Wise & McHenry, 1990; and Hough, 2001).
Hough and Oswald (2000) described that the complexity in the concept of job 
performanee leads to selection methods predicting several types of job performance 
(e.g., both task proflcieney and leadership behaviours) at the same time and 
researchers need to address the weights of the criterion in the analysis to provide a 
more accurate measurement. As a result. Campion (2008) commented on the 
diffleulty of distinguishing criteria of job performance sueh as distinguishing team 
performance and task performance or eontextual and task performance. He observed 
that researehers were poor at differentiating between different job performance 
constructs involving the same measurement model. He concluded that focusing on 
the criterion domain may be more logieally related to personality, but he questioned 
the ability of researchers to distinguish it from other aspects of job performance.
The taxonomic issue has also been a problem that researchers have 
deliberated in criterion research. In describing this, Barrick, Mount and Judge (2001) 
raised concerned that the laek of progress in personality researeh appears to be 
synonymous with the laek of clarity in the criterion side. They explained that 
different names had been applied to similar criteria measures or distinct criteria 
measures have been grouped under the same sub-headings. This taxonomy issue 
leads to obscuring predictor and criterion relationship. Yukl (2002) also highlighted
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this as a major problem in which researchers lack agreement of the categories that 
defined and meaningful for leadership. He described that different theories have 
different terms used to describe similar behaviours or similar behaviours have used 
different terms. This demonstrates the challenges in defining criterion domain.
In addition, Hough and Oswald (2008) also highlighted that job performance 
is dynamic, leading to another potential complication for the refinement and 
measurement of criteria. They explained that change in the determinants (such as job 
knowledge, skills and motivation), ehange in the nature performance (e.g., systematie 
vs. random or reversible vs. irreversible change) or how construets relate to 
individual and group levels require the study of job performance to be longitudinal if 
researchers were to identify the criterion domain aeeurately.
As a result, Sulsky and Keown (1998) in their study on performance 
appraisals asserted that researchers’ failure to tackle these issues relating to criterion 
in turn creates limited progress in measuring performanee. Saekett and Lievens 
(2008) demonstrated the implication of this problem in studies involving rating of 
job performance as a pattern of relatively high correlations between the dimensions.
Summing up at this point, the criterion problems highlighted inevitably lead 
to difficulty and inaccurate measurement of the criterion. Tomas (2004) commented 
that even after a decade after Austin and Villanova’s review, researchers still grapple 
with the criterion problem’s ultimate question of “what constitute success?” and 
“how do we measure success?”. Nevertheless, researchers in this field (e.g. Hough, 
2001) mentioned that defining work performance as a critical pre-condition for 
effective performance measurement, which has been demonstrated in recent research 
of criterion domain.
2.1. Research and critique on criterion domain
In examining researeh relating to criterion further, the advances in 
understanding the criterion domain can be linked to research that studied the 
criterion-related validity of personality predictors. Figure 2.1 provides an overview 
of studies throughout the years that had impacted the conceptualization of the
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criterion domain, while Table 2.1 provides a summary of the studies discussed in the 
following sections.
Before 1980s -  Unitary concept of criterion domain
Before the 1980s, Guion’s (1961) and Dunnette’s (1963) research strongly 
impacted the view that personality tests did not meaningfully prediet performanee as 
they found poor criterion-related validity for personality tests with job performanee 
criteria. These early researehers called for a more scientific understanding of 
predictor and criterion linkages by reviewing the criterion domain in more detail and 
examining the predictors of individual differences and also the relationship with 
criterion constructs.
One of the reasons behind the lack of criterion-related validity of personality 
test with performance in earlier studies had been mainly due to the criterion used, for 
example - job performance; measured based on a single measurement rather than 
measuring it using multiple criteria and measurement methods (Pulakos et al., 1988). 
The unitary measure of performance led to limiting understanding of the relationship 
between predietors and criterion.
Dunnette (1963) emphasized that research needs to foeus on the criterion 
domain by: i) identifying criteria, ii) speeifying relevant predictors and iii) 
investigating the linkages between the measures and multiple constructs of criteria. 
This would lead to higher validities and consequently a more clear understanding of 
predictor and criterion linkages. Nevertheless, Guion’s and Dunnette’s findings 
regarding the lack of predictive validity of personality tests were left unehallenged 
for twenty-five years (Barrick, Mount & Judge, 2001) and thus contributed to the 
dismissal of personality tests for decades (e.g., Schmitt, Gooding, Noe, & Kirsch, 
1984).
1980s - Re-examining the predictor-criterion relationship
Borman, Rosse and Abraham’s (1980) study is recognized as an early piece 
of research that examined the criterion side first as opposed to the predictor side 
(Pulakos et al., 1988). Borman et al. highlighted one of the reasons that led to the
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low validities coefficients of personality tests had been due to the absence of a link 
between predictors and criteria measures using an underlying performance construct. 
They claimed this had resulted in earlier meta-analyses of personality tests with 
attenuated validities, restricting the generality of the findings and reducing the results 
for practitioners. Furthermore, Hough (2001) described that in practiee the eonstruet 
of predietors and criterion has often been unitary as deeisions such as recruitment, 
promotions are yes/no decisions. She commented that this approaeh, often in meta­
analyses studies, rendered researchers’ study of construct and measurement methods 
eonfounded and obscured any interesting or useful relationships between predietors 
and eriterion.
Expansion o f the criterion domain
Studies Key Highlights
Meachin and Lucks (2010) 
Viswesvaran et al. (2005) "
• Empirical evidence of an overall structure o f criterion 
'domain
2005
Bartram (2004) • Criterion-centric approach -  focused on the criterion as 
opposed to the predictors, understanding o f criterion 
before measurement /
2000
Campbell et al. (1990)
• Borman & Motowildo (1993)
• Multi-dimensional criterion, domain
• Meaningful classification o f  criterion
• Reoriented thinking about both predictor and criterion 
space (Hough & Oswald, 2008)
1990
Borman df al. (1980) 
Pulakos et al. (1988)
Matching o f predictor measures with relevant criterion 
Correlations according to hypothesized relationship i.e., 
predictor cojfelated with most conceptually appropriate 
criteria /
1980
Dunnette (1963) 
Guion(1961)
Upftary concept of criterion domain
Before 1980’s
Figure 2.1. Overview o f studies that have included a focus on criterion domain.
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Matching of predictors and criteria
Borman et al. (1980) realized the less systematic research on the links between 
individual differences and criterion such as performances, which led them to study 
the Navy recruiters performance criterion and examining the linkages with relevant 
predictors. The researchers developed the criterion of performance based on the 
factor analysis of performance appraisal ratings by peers and supervisors, which 
found three factors and an overall performance component (see Table 2.1).
The understanding of the performance criterion enabled the researchers to 
identify the relevant predictor items from personality (various published instruments) 
and vocational interest (Strong-Campbell Interest Inventory) that formed a new 
personality/vocational interest items for the study which they examined the validity. 
The researchers were able to specify the relationship between the predictor and 
criterion derived from a rational hypothesis based on the different performance 
categories. Contrary to earlier research examining personality test predictive validity, 
the findings showed that individual differences constructs had an important role in 
determining the performance. Borman et al. demonstrated that a research approach 
involving the identification, understanding and confirming individual differences 
constructs significant to the criterion domain had merit and provided an 
understanding of the individual difference-job performance linkages.
Improved correlations for hypothesized predictor-criterion 
linkages
In another study, Pulakos et al. (1988) demonstrated the benefits of 
determining linkages between predictors and criterion in a study involving two sets 
of concurrent validation studies. The study used a set of predictors and performance 
criteria defined in three areas as found in Borman et al. (i.e., selling skills, human 
relations skills and organising skills) and Pulakos and Borman (1985) [i.e., technical 
skill and job effort, personal discipline and military bearing]. The predictions of 
predictor-criterion linkages were assessed by seven personnel psychologists based on 
their expert judgment of the estimated true correlation between the predictor and 
criteria. Their analysis revealed that the correlations were higher for hypothesized 
prediction of predictor-criterion measures, which were rated more conceptually
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relevant in comparison to less or no conceptual relationship between the pairs. Like 
Borman et al., Pulakos et al. study demonstrated that criterion factors can be 
differentiated and measured separately yield more meaningful relationship between 
the predictor and criteria. The researcher explained that a predictor item may 
correlate with one of the criteria but not another that ultimately leads to a zero 
correlation to an overall measure of performance such as found in previous research. 
The usage of an overall rating can mask any relationships between sub-scales within 
a predictor measure with specific dimensions of the criterion (Day & Silverman, 
1989).
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1990s - Re-conceptualization of the criterion domain
The ‘Project A’ army selection and classification project has been described as 
an influential perspective on the dimensionality of performance as the first large- 
scale research to conceptualize job performance across a broad range of jobs with a 
longitudinal sample (Hough & Oswald, 2008; Saekett & Lieven, 2008). Project A 
study focused on the entry-level U.S. Army soldiers that identified dimensions of 
performance criterion applicable to other personnel systems. The extensiveness of 
the Project A study is reflected as the detail of the study which included the 
formulation of criterion variables, predictor measures, analytic methods, and 
validation data were published in the entire Personnel Psychology journal number 
43.
Multidimensional approach
Campbell et al. (1990) model the performance proposed five distinct 
components of performance (i.e., core technical proficiency, general soldiering 
proficiency, effort and leadership, personal discipline and physical fitness and 
military bearing) in which different predictors were involved. The researchers found 
a high degree of consistency of this structure of performance across jobs in nineteen 
entry level Army jobs and proposed the generalizability of the model to other jobs as 
well. The ‘general soldiering skills’ performance construct may not be applicable to 
other jobs but the remaining components of performance appeared to be applicable to 
any job. Later, Campbell, McCloy, Oppler and Sager (1993) developed a model of 
general work performance encompassing eight factors that demonstrated the 
inclusion of dimensions beyond the core task performance in which had included 
demonstrating efforts, maintaining personal discipline, and facilitating peers and 
team performance (Hough & Oswald, 2008). Hough (2001) asserted that the 
expansion of criteria such as job performance enabled researchers to conduct job 
analysis methods that are more complete and hence to recognize areas that have been 
previously ignored or dismissed.
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Reorientation of the relationship between predictors and 
criterion
As a result, Campbell et al.’s model of performance enabled the identification 
of relevant predictors and also the link between the criteria and the predictors based 
on concrete grounds for examining criterion-related validity. McHenry, Hough, 
Toquam and Hanson (1990) investigated the validity of Project A and examined the 
relationship between predictor and criterion domains. The researchers i) formulated 
predictor composites and ii) examined the predictor-criterion relationship. McHenry 
et al. found that the association between the predictor and the criteria were the 
strongest according to the hypothesized relationship. For example, cognitive 
predictors provided the best prediction for the performance criterion whereas the 
temperament/ personality predictors demonstrated to be the best predictors relating to 
the other three criteria which required individuals’ to give extra effort, support peers 
and exhibit personal discipline. The correlation for non-hypothesized relationship 
had lower values than the hypothesized predictor-criterion relationship (e.g., r = .26 
for temperament/personality domains with the two cognitive criteria as compared to 
the cognitive ability tests that revealed correlation of up to r = .65). Evidently, the 
results findings were as per the study’s predictions derived from the examination of 
the predictor-criterion relationships. The researchers concluded that this approach of 
identifying criterion enhanced understanding of both the predictor and criterion space 
that is by providing an understanding of the dimensions of the predictor-criterion 
measures on a stand alone basis and the relationship between the dimensions 
measures.
Tett et al. (1991) meta-analysis study of personality measures validity reviewed 
a total of 494 studies and identified a total of 97 independent samples for the study. 
The researchers called for the timely re-examination of the validity of personality 
measures following studies demonstrating more explicit conceptualization of 
personality as related to work. One of the main findings from the meta-analysis that 
supported the predictive validity of personality measures relates to the classification 
of whether a study was confirmatory or exploratory. They found that studies using a 
confirmatory research strategy, where researchers indicate explicit rationale for
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examining specific traits in relation to performance criterion, the overall personality 
scale’s corrected validity was twice (0.29) than in an exploratory study (0.12). In an 
exploratory research design, there are no assumptions made with regard to the 
correlations between the subscales and criteria, while in a confirmatory design, 
specific predictions are made between the personality scales and certain aspects of 
the criteria. Tett et al. explained that the matching of personality measures and 
criteria based on convenient set of predictors and criterion in purely empirical studies 
can only succeed as a result of lucky coincidence. The study demonstrated the value 
of multidimensional approach of criterion domain in facilitating the hypothesized 
relationship and also direction of personality measures with criterion dimensions.
Also this conceptualization of the criterion domain enabled researchers to use 
multiple correlation regression that facilitate the determination of unique criteria 
variance of each scale of the personality measure and/or a cognitive ability test in 
measuring the criterion dimension. Basically, a multivariate prediction with the 
statistical analysis of using regression enabled the examination of incremental 
validity that is, the combined scores on multiple trait measures which showed that 
there was significant improvement in using personality tests in addition to the 
cognitive tests. McHenry et al. examined the incremental validity of predictor 
measures in predicting the criterion. The researchers found that for cognitive related 
criteria, the analysis did not show any improvement with additional measures as the 
initial predictors had already demonstrated a high correlation of .65 and .59. The 
regression analysis only showed that the personality predictor measure used in the 
study had the highest incremental validity for example, four temperament/personality 
composite scores led to a .21 to the validity for predicting ‘physical fitness and 
military bearing’.
Borman and Motowidlo (1993) re-examined the conceptualization of the 
criterion domain of job performance. This expansion of the criterion of job 
performance was triggered by research in relation to organisational citizenship 
behaviour studies (OCB) (Organ, 1988), pro-social organisational behaviour (Brief & 
Motowidlo, 1986), and findings from Project A (Campbell et al., 1990). The research 
found that job performance criterion comprised of task performance and also
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contextual performance (see Table 2.1). In their analysis, the researchers reported 
that contextual performance explained an additional 34 percent variance in addition 
to task performance in overall job performance. The researchers showed that this 
approach resulted in better measurement of the criterion domain.
Evidently, the multidimensional approach provided a richer and clearer 
understanding of a criterion domain and thus complex work-related behaviours for 
assessment purposes (Christian, Edwards & Bradley, 2010). This important shift in 
research involving the multidimensional conceptualization of criterion domain led to 
better measurement, leading to stronger criterion-related validities of personality 
measures. Subsequent studies examining validities of predictor measures with 
criterion domain by Tett et al. (1991), Robertson and Kinder (1993), Nyfield, 
Gibbons, Baron and Robertson (1995), Rotundo and Saekett (2002), Hogan and 
Holland (2003), and Lievens, Buyse and Saekett (2005) also formulated a-priori 
hypotheses on the relevance, rationale or theoretical basis of the predictor and criteria 
and found correlations between a certain personality scale in the measure with a 
certain aspect of job performance and according to the hypothesized relationship.
So far, the discussion has demonstrated that researchers are able attend to both 
the predictor and the criterion constructs, as well as to the different relationships 
among them. Henceforth, predictions made for specific components of the predictor 
or criterion led to better measurement models. Likewise, this has enabled more 
scientific understanding of the criterion domain and resulted in a higher probability 
of obtaining strong correlations between certain scales of personality predictors and 
specific aspects of a criterion.
2000s - A Criterion-centric approach to validation
Hough (2001) commented that the shift from unitary to multidimensional 
approach of criterion domain has led to significant changes to the thinking of I/O 
psychologists with expanded and better-defined criterion space. On the one hand, 
research has shown that the conceptualization of the criterion domain has contributed 
to better articulation of criteria that are complex in nature. However, Millward
(2005) and Hough (2001) observed that the understanding of the criterion domain is
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still lacking, which in turn leads to the lack of understanding of the linkage between 
the different selection methods and performance. Following on from the a-priori and 
multidimensional approach of predictor-criterion literature, Bartram (2004) proposed 
a criterion-centric approach to validation demonstrated in the validation study of the 
Great Eight competency model (Bartram, 2004; Bartram, Kurz & Baron, 2003).
Bartram (2005) summarized the validity coefficient studies of assessment 
methods in the past and found that the research had mainly focused on predictions of 
the criterion that is., “what does instrument X predict?” (p. 1185). This resulted in 
separate literature on criterion-related validity of measures such as ability or 
personality tests, when in fact the intent of both instruments is to measure the same 
thing. Bartram (2004) proposed that the traditional ‘predictor centric’ approach led to 
the loss of detail, as it distracted the researcher’s focus from the criterion that is 
being measured. He postulated that research on predictive validity should be 
‘criterion-centric’ and question “how best can we predict Y?” where Y is some 
meaningful and important aspect of workplace behaviour (Bartram, 2005; p. 1185).
Focusing on the criterion
Bartram (2004) argued that focusing on the criterion such as work 
performance, leads to a more refined understanding of the underlying factors 
contributing to the performance. This means that one can identify the factors of the 
domain and also the relationship between the factors involved. This understanding of 
criterion space allows for better measurement, which in turn can potentially lead to 
better prediction of performance (Saekett & Lievens, 2008).
Bartram (2005) highlighted that a competency framework leads to the 
refocusing on the criterion domain as the components within the competency 
framework provided a basis for a differentiated criterion measurement. The Great 
Eight competency model as a criterion framework of work performance is a model 
that encompasses ability, the Big Five personality factors and motivation dimensions, 
such as need for achievement and need for power or control (Kurz & Bartram, 2002). 
Henceforth, the structure of the framework enabled the usage of a combination of 
predictors of competencies assessment, ability, personality and motivation measures 
and predictions of these measures were made to actual criterion data. The approach
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demonstrated how the eight differentiated criteria provided an articulation of the 
work performance domain with clear set of a-priori hypotheses. The framework 
determined the relevant linkages between predictors and measures used and enabled 
a one-on-one prediction for each of competencies to the measures (see Figure 2.2 for 
an illustration of this concept).
T‘: Identification of the criterion
CRITERION
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PREDICTOR 2
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Figure 2.2. Illustration o f the criterion-centric approach to validation.
Relevance and clarity in making linkages
There were clear results patterns where the matched pair of predictor-criterion 
showed a higher average correlation (r = .16) in comparison to unmatched pairs (r = 
.02). The analysis also showed that personality and ability predictors were predicting 
competency job performance ratings better together and in isolation. The study 
showed ability measures correlated only with competencies that had relevant 
underlying elements of skills and knowledge that is, ‘Analyzing and Interpreting’, 
‘Interacting and presenting’, ‘Creating and Conceptualization’ and to a certain extent 
‘Organising and Executing’. In addition, regression analysis showed that a 
combination of ability and personality measures resulted in an increase in the validity 
of prediction for the mentioned ability related competencies. Bartram (2004) found 
that each of the eight predictors predicted a different area of job performance across 
jobs, measurement instruments and cultural context.
The approach demonstrated that clear predictions can be made based on the 
framework, which are supported by the validity of the point-to-point relationships 
between the criteria and predictors. This line of approach shifted the focus to the
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criterion rather than the predictor, which ultimately is the essence of selection and 
assessment in organisations as the methods adopted are designed to measure the 
person to the job. Practitioners are able to assess the relevancy and meaningfulness 
of the measures in predicting the job performance. Landy (2007) and Bartram 
(2004) highlighted how assessment at the workplace has been preoccupied by the 
psychometric properties of tests as opposed to understanding and measuring what 
really matters. A criterion-centric approach adds value to the validation process. A 
summary of key differences between predictor vs. criterion-centric is illustrated in 
Table 2.2.
Bartram highlighted some research limitations mostly relating to the data used 
for the validation. For example, some of the predictors and criterion data used for the 
validation sourced from corporate archives of the researcher's clients meant that the 
researcher had no control over the collection of these data. Another limitation refers 
to the management and graduates in technical or sales positions or management 
training that made up the sample of the validation research. Also, for this criterion- 
centric approach to validation study, the predictor measures, as well as some of the 
competency measures, had been from one publisher. Research has shown that the 
limitation of validation based on shared a measurement model might inflate the 
effects observed (Van Iddekinge & Ployhart, 2008). However, Bartram (2004) 
highlighted that the measures used in his research did not have a direct content or 
construct overlap between the personality and competency instruments. Another 
limitation of Bartram’s study is that in a way all they measure is outcome data, both 
at predictor stage (ratings from a profile) and criterion stage (performance ratings) -  
hence one does not know anything much about process.
The research has demonstrated that this criterion-centric approach to validation 
provides researcher clarity in relation to determining the relationship between the 
criteria and predictors based on a differentiated criterion model (Christian et al., 
2010). The literature on this approach is still few and far between. However, while 
practitioners and researchers in the field of I/O psychology practices of competency 
frameworks advanced in the applied field, the determination of measurement models 
have yet to benefit from a criterion-centric approach to validation. As this is still an
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emerging field, further research would contribute empirical evidence to the body of 
knowledge.
Table 2.2. Summary of key differences between predictor-centric and criterion- 
centric.
Prod icto r-ccn trie 
(e.g., Pulakos et al., 1988)
Criterion-centric
‘What does instrument X predict?’; X is 
a predictor measure
‘How best can we predict Y?’; Y is some 
meaningful/important aspect of work- 
related behaviour
A-priori hypotheses/ many predictors to 
one or many criteria_______________ _
A-priori hypotheses/ one-on-one 
predictor-criterion____________
Focus on the predictors Focus on the criterion, and thereon the 
predictor_____________________ ___
Matching based on previous theoretical 
findings__________________________
Matching based on a criterion framework
Traditional approach to validation Emerging approach to validation
Validation of criterion found in research 
field
Validation of criterion found in applied 
field
2005s -  The role of criterion structure
In relation to criterion domain, the issue of the structure has also received 
attention of the researchers reviewing literature on criterion related validity 
discussing both side of the predictor and criterion dimension (e.g., Saekett & 
Lievens, 2008; Van Iddekinge & Ployhart, 2008; Hough & Oswald, 2008). These 
researchers highlighted that the structure that is, the organisation of the criteria have 
implications for the results of criterion-related validities studies. In fact, Bartram 
(2004) recognized the differential impact of the degree of breadth of the criterion 
domain and took this into consideration in the development of the Great Eight model.
Researchers in the past examined the structure of the domain using reference 
terms such as broad (e.g., Bartram, 2004), higher-order (e.g., Borman & Motowidlo, 
1993; Hogan & Holland, 2003) and overall domain. Table 2.1 presented earlier had 
also highlighted studies according to the three common levels of criterion domains 
found in the literature: i) broad, ii) higher-order, and iii) overall level. The literature 
discussing the structure and level of criteria in research relating to criterion-related 
validity are mixed. However, recently the literature had found the relevance of an 
overall structure.
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Broad criteria
The framework of the Great Eight was pitched at the competency at a broad 
construct level where there are attributes that can be distinguished in assessment and 
at the same time can still be generalized (Bartram, 2004). The framework was in fact 
a three-tier structure in which 112 component competencies (bottom tier) were 
mapped onto twenty competency dimensions (middle tier) and onto eight broad 
competency factors (top tier). This benefit of a generality approach to competency 
has been found to explain the variance in performance, however a specificity 
approach to competency in detail may be required for practitioners (Bartram, 2005). 
Their research demonstrated that the use of broad criteria with predictors led to a 
higher predictive validity as highlighted in Section 0.
Higher-order criteria
Kolk, Bom and van der Flier’s (2004) study of the construct validity of 
assessment centres concluded that the exercises tapped into three dimensions -  
thinking, feeling and power. These three dimensions have been related to 
dimensions of leadership (Yukl, 2005) and personality (Zand, 1997). Kolk et al. 
triadic approach of competencies a pragmatic approach to the criteria that enabled 
more relevant matching with predictors. It has also been replicated in later studies by 
Heinsman, de Hoogh, Koopman and van Muijen (2007). Heinsman et al. found that 
the general competency dimensions (i.e., thinking, power and feeling) provided an 
insight into the nature of the competencies that indicated where to focus more on 
specific competencies in future studies.
Another recent study that demonstrated the adoption of higher-order structure 
adopted in defining predictors was demonstrated in the research by Kurz, Saville and 
Maclver (2010). They proposed a three-factor model of effectiveness that took into 
consideration the broad/higher-order and single structure that had been discussed by 
previous researchers that is, by Digman (1997), DeYoung, Peterson and Higgins 
(2002), and Hogan and Holland (2003). Their three-factor model is a hierarchical 
model combines ability, personality and competency assessment in describing 
individual’s performance on the job. In their research, the factor analysis of the 
unrotated factors showed evidence for a global (overall) effectiveness and the
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established dichotomy of alpha and beta and task- and people-oriented factors 
established in the literature. Upon the varimax rotation, the data revealed factors that 
were in line with Digman’s alpha and beta constructs and Hogan and Holland’s 
getting along and getting it right constructs. Saville defined the three factors as 
demonstrated in Table 2.3.
Table 2.3. Three factor model of Effectiveness
Factor Equivalent Traits
promoting change beta/plasticity/getting
personality
ahead extraversion, openness, 
need for achievement and 
need for control
working together alpha/stability/getting
personality
along emotional stability 
agreeableness
and
demonstrating
capability
possibly
gamma/solidity/getting 
right personality
it
conscientiousness
intelligence
and
Research to investigate these factors has found supporting evidence for the 
three effectiveness factors at the proposed level in the unrotated and rotated factor 
analysis (Kurz et al., 2010). However, the research finding has only been published 
in I/O psychology conferences and is yet to be peer reviewed.
In relation to this, concerns were raised whether the factors within the criterion 
domain can be independent from each other as highlighted in research have found 
that the factors to be intercorrelated (e.g., Digman, 1997, Van Iddekinge & Ployhart, 
2007). This in turn, led researchers to measure criterion on an overall approach 
again recently.
Overall ratings
Viswesvaran et al. (2005) found that combining individual dimensions ratings 
into overall ratings as justifiable given that the results showed 60% of the total 
variance in ratings is explained for by a general factor. The researchers explained 
that the strong general factor was not a product of 'rater-specific halo' as the 
intercorrelations for both single raters (r = .72) and multiple raters (r = .54) had high 
correlations when assessing job performance dimensions.
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Meachin and Lucks (2010) recent study examined the role of the ‘granularity’ 
of competencies in predicting job performance that is, the notion of broadness of 
criterion in relation to predictive validity. The researchers analysed data collected at 
a graduate assessment centre in the UK (N = 108) assessed and criterion data 
consisting of supervisory ratings (1 or 2 years later) on nine competencies that can be 
clustered into three different levels. They investigated which of the three different 
levels of analysis had a greater impact on the prediction relationship: ‘fine-grain’ (9 
competencies), ‘triadic’ (medium grain) or the ‘overall’ level (coarse-grain). The 
study hypothesized that the ‘fine-grain’ structure of nine competencies would 
demonstrate stronger correlations with the matched performance measures in 
comparison to the other two levels. The results were contrary to the expectations of 
the researchers, as the predictor measures showed a stronger relationship as the 
competencies became broader as opposed to narrower. The researchers explained 
that the competency scores were correlated and had reflected the same abilities. They 
went on to conclude that a single-factor solution, which aggregated scores of 
competencies, produced a more reliable measure of general performance.
However, Bartram, Warr and Brown (2010) put forward that this combination 
of overall criteria as a combination of the all of the specific components involved can 
lead to potential problems. The usage of an overall criteria may indicate that one 
component of the domain relevant but not to another component. For example, an 
individual may be creative but not effective in teams. Therefore an overall measure 
of the criterion leads to lack of clarity in details of the measure and criteria. Also, a 
negative component might be part of the overall criterion domain that has not been 
accounted for correctly given the overall structure. Henceforth the authors 
postulated that an overall criterion can be inaccurate with the exception of 
homogenous components involved.
2.2. Determining linkages
Besides the structure of the criterion, another issue central to criterion domain 
and also a criterion-centric approach is the linkages and predictions of the 
relationship of predictors and criteria. Blinkhom and Johnson (1990) emphasized the 
importance of having a hypothesized relationship between the predictors and criteria
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as studies that examined correlations based on the highest values with no 
hypothesized direction of relationships as like a ‘fishing expedition’. Similarly, 
Schneider and Hough (1995) described it as a ‘scatter-gun’ approach that left 
correlations being seen as meaningful to chance (Saville, Nyfield, Hackston & 
Maclver, 1996). Tett et al. also argued that an empirical study where there are a 
considerable number of potential personality predictors and criteria performances, 
matching based on convenient relationships between them would likely result in a 
‘lucky coincidence’. Blinkhom and Johnson emphasized the need to have ‘genuine’ a 
priori hypotheses as part of a sound methodological approach in investigating 
validities rather than leaving the predictor-criterion relationship to chance.
Researchers such as Schmitt and Kaplan (1971), Ones and Viswesvaran (1996) 
and Scheider, Hough and Dunnette (1996) explained that predictor-criterion 
relationship to be strongest when both are equally broad that is, broad criteria are 
best predicted by broad predictors and narrow criteria are best predicted by narrow 
predictors. This is where a dimension of the criterion is measured with a trait scale 
that is equal in terms of the broadness of coverage, as opposed to one or other of the 
criterion or trait measures being broader or narrower.
Making predictions
In relation to this, the bandwidth-fidelity trade-off posited by Cronbach and 
Gesler (1957) entailed two primary hypotheses: i) broad constructs should predict 
broad criteria with moderate validity; and ii) narrow constructs should predict 
specific criteria with maximal validity. Bandwidth is an ‘amount or complexity of 
information one tries to obtain in a given space of time’: small/narrow to large/wide. 
Fidelity is ‘not defined but refers to accuracy, usefiil decision making, validity and 
reliability’: low to high. Separate attributes lead to a trade-off in which measures can 
only increase one aspect at the expense of the other aspect. This ‘ bandwidth-fidelity 
dilemma’ became a controversial debate among researchers following the increased 
use of personality measures for personnel selection purposes. Table 2.4 provides a 
summary of the studies that showed the different implication divided according to 
the three common levels of personality predictor found in the literature: i) narrow, ii) 
broad, and iii) overall level.
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Table 2.4. Summary of studies of structure and matching focused on predictors
Structure Research Predictor/ Criterion Matching (results)
Narrow Dudley et al. 
(2006)
Conscientiousness/ Job 
dedication and task 
performance
Conscientiousness (.20) 
cf. sub trait 
Dependability (.46) 
with job dedication
Conscientiousness (.16) 
cf. sub trait 
Achievement (.26) 
with task performance
Hough et al. 
(1998)
Extraversion/Managerial job 
performance
Extraversion with job 
performance .05 cf. 
facets scales .16,-.01 
and .12
Broad/
Higher
order
Digman (1997) Alpha - agreeableness, 
conscientiousness and 
emotional stability 
Beta - extraversion and 
openness to experience
Examined 14 studies of 
the Big Five that 
showed the mean inter­
scale correlation of 
0.26 and a two factor 
construct
Overall Musek (2007) General Factor of 
Personality -  ‘Big One’
First, ‘big two’ model; 
then a higher-order 
factor that explained 60 
percent of the source 
variance
Narrow traits
Dudley et al. (2006) and Hough et al. (1998) also found that using sub-traits in 
personality scales led to better relationships with criteria. In fact, Rohstein and 
Goffin (2006) in their recent reviews of literature related to this matter found that all 
eleven studies in their research had supported the use of narrow versus broad 
measures in predicting performance.
Tett and Christiansen (2007) highlighted that the validity between the 
personality tests and job performance are underestimated when using broad traits, 
even when they are equally matched in terms of the breadth of the criterion, as 
opposed to narrow traits. This is because researchers were of the opinion that theory 
and data regarding narrow predictor and criterion constructs can help to effectively 
understand validities for complex or aggregated criteria. Hough and Oswald (2008) 
indicated that not only would this lead to a more informative relationship between
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the narrow predictors and criteria, but it would also make it in a practical sense more 
focused and effective by excluding content from facets that are less theoretically 
relevant or predictive.
Murphy (1993) stated that ‘in psychological testing, there is an inevitable 
(emphasis added) trade-off between attaining a high degree of precision in 
measurement of any one attribute or characteristic, and obtaining information about a 
large number of characteristics’. Murphy (1994) and Borman and Motowidlo (1993) 
are among the researchers who argued for greater specificity in performance criteria.
Broad traits
Since the five-factor personality (also recognized as the Big Five) research has 
been recognized as the leading taxonomy of personality structure (Costa & McCare, 
1998), the measures of the Big Five (which include: openness, conscientiousness, 
extroversion, adaptability and opposite of neuroticism) have been found to be valid 
predictors in a wide range of jobs, in particular for conscientiousness (Barrick & 
Mount, 1991; and Tett et al., 1991). Despite the growing evidence of the Big Five’s 
increased validity, the Big Five had also been criticized in relation to whether the 
five factors were comprehensive and had in fact provided superior prediction over 
countless more narrowly defined personality traits (Kroeck & Brown cited in Hersen, 
2004). In line with this criticism of the Big Five, Judge, Bono, Hies and Gerhardt 
(2002) postulated, in relation to predicting leadership criteria, that the Big Five traits 
may have been too broad and would have potentially masked any personality- 
leadership relations. The Big Five has been criticized as being ‘too coarse’ as a 
description of personality (Paunonen & Ashton, 2001).
Hough and Oswald (2008) demonstrated this notion using extremely broad 
measures of personality (e.g., integrity and core self evaluation), which they found 
yielded the maximum criterion-related validity with predicting job performance, as 
the predictor and criteria are matched in terms of relevance and bandwidth. In fact, 
Barrick and Mount (1991) research also supported the broad matching of predictor 
and criterion in which the researchers found that conscientiousness as the strongest 
predictor with job performance and when the individual components of
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conscientiousness were examined with job performance, the relationship between the 
individual facets and job performance was negligible.
Overall
Research on personality measures has also demonstrated a unitary factor akin 
to the general intelligence factor of ‘g’. Spearman’s (1904) single-factor of 
intelligence showed a positive inter-correlation between the different tests of 
intelligence indicating the similarity in scores. Musek (2007) investigated the 
possibility of a single factor personality performance. In his research of five types of 
personality tests, Musek found a single factor, the ‘Big One’ underlying the five- 
factor model. The big one is a general personality that overarches the high versus low 
higher-order factors of personality. Stability (Alpha) and Plasticity (Beta), and is 
underpinned by high versus low emotional stability, conscientiousness, 
agreeableness, extraversion, and openness. This structural hierarchical model of one- 
factor personality has also been found by Rushton and Irwing (2008), who referred to 
it as the General Factor Personality. This was supported by findings from van der 
Linden, Nijenhuis and Bakker (2010).
Hogan and Roberts (1996), on the other hand, criticized the ‘bandwidth- 
fidelity’ dilemma as raised by Ones and Viswesvaran (1996). The researchers 
responded to Ones and Viswevaran by postulating that there was no bandwidth- 
fidelit}' dllemiiiu in assessments such as personality and job performance, as the 
predictors are driven by the characteristics of the criteria and the trade-off between 
the two would be unavoidable. The researchers were of the opinion that this 
bandwidth dynamics was more applicable in education or cognitive measures as 
opposed to personality and job performance assessments, which are evaluated 
empirically (Hogan & Roberts, 1996).
The debate of the bandwidth-fidelity issue continues. From the literature, it 
appears necessary that for theory to advance in predicting job performance, it needs 
to address the careful description of content on both sides of the predictor and 
criterion equation (Paunonen, Rothstein & Jackson, 1997; Schneider et al., 1996; 
Tett, Guterman, Bleier & Murphy, 2000). Ones and Viswesvaran (1996) indicated
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that the reason ‘the true value of personality variables has not been discovered in 
industrial-organisational psychology sooner is the mismatch between the personality 
scale breadth and the criterion breadth’ (p. 617). Thus, the current research 
incorporated the consideration of the predictors structure in examining the 
relationship between predictors and criterion.
Logical judgment method
Earlier in this chapter, the discussion highlighted research that demonstrated 
the importance of determining linkages led to an increase in the validity coefficient 
(e.g., Borman et al., 1980; Tett et al., 1991; and Hogan & Holland, 2003). Previous 
researchers such as Pulakos et al. (1988), Peterson et al. (1990) assigned experts to 
estimate the value of the correlations for the relationships between predictor and 
criterion variable. Warr (1999) took it further by introducing a notable procedure in 
this area of matching predictor-criterion that is, logical judgment method. This 
procedure basically matches the dimensions of predictors and criterion measures in a 
systematic manner of determining the logical overlaps. It must be noted that the 
details of operationalizing the matching will be covered later in Chapter 3 that is, in 
the section relating to the methodology.
Warr (1999) indicated that previous studies have recognized the logical 
relationship when examining the predictor and criterion linkages described as 'linked' 
(Borman et al., 1980), 'matched' (Day & Silverman, 1989) or 'aligned' (Hogan & 
Roberts, 1996). He highlighted that when determining the logical linkages between 
the predictor and criteria, previous research had based the relationship on: i) most 
appropriate (e.g., Pulakos et al., 1988), and ii) finding from previous research (e.g., 
Saville et al., 1996). However, the conceptually appropriateness between the 
predictor and criteria in previous research were often left undefined and unmeasured. 
Also, the findings from previous research lack conceptual rationale. He highlighted 
judgmental moderators that influence the linkages, which include: i) desirable 
behaviours ii) observable behaviours, and iii) impression management. On this 
basis, he proposed the need to have a systematic method in assessing the conceptual 
overlap.
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From thereon, Warr (1999) introduced the logical judgment method described 
as “a method to determine the degree of 'conceptual concordance' between a 
predictor and a criterion, generating validity expectations on entirely logical grounds 
independent of empirical investigation” (p. 188). The conceptual concordance refers 
to determining the logical implication between the predictors and the criteria that is, 
the extent to which the presence of one construct would lead to the consequence of it 
in the presence of another construct based on the definition (Warr & Pearce, 2004). 
Warr postulated that the concordance information produced in this manner enabled 
the research to examine several possible judgmental moderators of criterion-related 
validity.
Warr outlined the procedures involved in his study where he examined the 
logical implication between personality measures of the predictor Occupational 
Personality Questionnaire (OPQ) and the criterion measures of Inventory of 
Management Competencies (IMG). This included details relating to the level of 
analysis, raters, questionnaire in examining the logical implication that will be 
described later in Chapter 3 of the thesis.
The findings showed that the correlation between the self rating predictors and 
supervisor rating criterion evaluation had a relationship based on the conceptual 
concordance ratings of predictor-criterion pairs. Warr (1999) analysed 480 
correlations between 30 personality traits and 16 rated job behaviours and found that 
pairs of predictor and criteria measures with zero logical implications showed an 
average of about zero (-.02) in the correlation analysis and that this value increased 
as the conceptual concordance pairs increased with high trait-behaviour concordance 
averaging .25 correlation.
Besides the logical judgment method in Warr (1999) studies (e.g., Warr, 
2000; Warr & Hoare, 2002; Warr & Pearce, 2004; Warr, Bartram & Martin, 2005), 
Bartram (2004) also replicated in method in the Great Eight criterion-centric 
validation study. Like the findings from Warr’s studies using this method, Bartram 
found that the linkages between predictor and criteria measures that the a-priori 
hypotheses based on the conceptual concordance.
42
2.3. Process model of criterion-centric approach to validation
To examine the criterion-centric approach to validation, the research project 
proposed a process model that executed the criterion-centric approach to validation 
taking into consideration the discussion on pertinent issues relating to criterion 
domain that have been discussed.
In developing the process model, the research determined the method based on 
Bartram (2004) Great Eight criterion-centric approach to validation study that 
adopted a competency approach of the criterion domain involving: i) identification of 
the criterion framework, and ii) developing a measurement model relevant to the 
criterion framework. In addition, literature discussed earlier in this chapter relating 
to structure was also taken into account in devising the process model is illustrated in 
Figure 2.2.
As a recap, the discussion on the multidimensional criterion domains (e.g., 
Campbell et al., 1990; Bartram, 2004) highlighted the advantages of this perspective 
which included identifying more appropriate measures for the criteria and formulate 
a-priori hypotheses for the different dimensions when examining criterion related 
validity. Henceforth, for the identification of criterion framework, the process model 
for the study suggested to adopt a multidimensional broad structure of the criterion.
Furthermore, the discussion on both the predictor and criterion side has 
demonstrated the implication of the structure and predictions involved in a criterion 
related validity study. These aspects became a key consideration in the research 
project. A research strategy for a criterion-centric approach to validation that 
recognizes these issues will potentially lead to more precise measurement of the 
criterion domain. Thus for the measurement model, the study proposed to determine 
the relevance of measures followed by making predictions.
In determining the linkages and making predictions, the discussion earlier 
demonstrated the mixed usage of structure in defining criterion. Furthermore, 
Meachin and Lucks (2010) examined the impact of the different structure to the 
criterion-related validity with assertion of an overall structure having the strongest
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correlation with job performance ratings. At the initial point of this study, due to the 
different outcomes of studies that examined the different level of structures and 
predictions of predictor/criterion, the process model did not make any conclusive 
proposition on which level of matching and prediction. The discussion takes a more 
general approach in discussing the structure albeit in the predictor or criterion side of 
the equation.
Having completed these two procedures, whereby relevant predictors and 
criterion measures are assigned to the criterion framework and a-priori hypotheses 
are formulated accordingly, the study can proceed to conduct a validation analysis. 
The outcome of the validation analysis of the framework should be as hypothesized 
by the relationship between the predictor-criterion. As a result, completing the 
procedures in the process model would provide empirical evidence of the criterion 
framework identified in the initial stages of the process model.
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Figure 2.3. Proposed process model o f a criterion-centric approach to validation
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2.4. Competency approach: A differentiated criterion domain
In relation to the first part of the process model involving the identifying 
dimensions of criterion domain, Van Iddenkinge and Ployhart (2008) postulated that 
the job analysis practices may not be an effective procedure as it can be too narrowly 
focused on a specific dimension. For example if job performance is described with 
other dimensions such as contextual performance (Borman & Motowidlo), or 
counterproductive work behaviours (Saekett & Devore, 2001; Spector & Fox, 2005), 
a job analysis procedure only tapped into the task performance dimensions. The 
authors also commented the absence of any guidance to identify the behaviours in 
these types of dimensions or a single set of performance models for which SMEs can 
benchmark to determine the importance of such behaviours to the dimensions in the 
literature.
Recently, the competency approach has contributed to the identification of 
important criterion domain such as job performance as demonstrated by Bartram
(2004). The competency approach has widely been used since the expansion of the 
job performance criterion domain described in the previous section of this chapter 
(e.g., Borman & Motowidlo, 1993 and Hogan & Holland, 2003) as it provided a 
multi-faceted perspective in understanding criterion domain.
Competencies introduced by McClelland (1973) argued that testing for 
competence being more valid in predicting job performance, as it was competencies 
that driving performance. A competency model encompassing competencies that is, 
sets of behaviours, or as Kurz and Bartram (2002) defined them, ‘repertoires’, 
contribute to the delivery of the required results and outcomes. A competency model 
creates a common language and framework for the behaviours and qualities that are 
required for effective work performance in the organisation (Bartram, Robertson & 
Callinan, 2002). Furthermore, Silzer (2006) highlighted that I/O psychologists 
defining personal characteristics relating to a criterion such as leadership success 
have used different labels such as competencies, global executive competencies, 
attributes, executive dimensions, management dimensions, and assessment 
dimensions. On this basis, it can be seen that the use of competency modelling is an
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approach that focuses on a specific criterion domain that depicts the components 
contributing to the success or effectiveness of work-related behaviours in a 
meaningful multidimensional manner.
A competency approach is continually recognized as a popular management 
practice, and numerous organisations have adopted this in their human resource 
management practices (Shippmann et al., 2000; Bartram, 2004; Markus, Thomas & 
Allpress, 2005 and Heinsman et al., 2007). In fact, Boyatzis (2008) observed that 
almost all organisations with more than 300 people usually used some form of 
competency-based human resource management.
It also has been a relevant approach for defining work performance as new 
challenges emerged from rapid globalization and internationalization of the economy 
and significant advancement in technology requiring new transferable skills, qualities 
and competencies that are more relevant in managing these new challenges 
(Millward, 2005 and Heinsman et al., 2007). Hough (2001) commented that the 
organisational change of less structure and fluid lead to personal decisions that are 
based on a series of placement decisions (e.g., staffing projects or teams rather than 
staffing jobs) where the focus would no longer be an overall job performance rather a 
more specific criteria that is of value to a particular project such as project 
management competence.
As an example, Bartram (2004) explained that competency models capture the 
observable workplace behaviours that contribute to performance required for an 
individual to perform the job. He also highlighted that these behaviours can be 
defined and differentiated to provide a basis for differentiated measurement. This 
approach allowed the investigation of different aspects of performance separately, 
leading to better understanding of the underlying factors affecting job performance, 
which in turn improves the predictability.
Boyatzis (2007) in his review of competencies in the 21st century highlighted 
that specification of competencies is based on personality theory. Likewise, earlier 
advocators of competencies; McClelland (1951) and Boyatzis (1982) described that
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conceptually, competencies are specific observable behaviours that are affected by 
skills, values and self-image and unconscious motives and traits disposition of the 
individual. This association leads researchers to classify competencies in terms of 
KSAOs (knowledge, skills, abilities and other characteristics). The extensiveness of 
this description can be seen in defining the ‘other characteristics’, which previous 
studies have referred to as motives, traits, beliefs, attitudes or values, and self 
concept. Bartram (2004), Heinsman et al. (2007) and Shippmann et al. (2000) are 
some of the researchers that had reviewed studies on competencies and found a 
variation in the definition of competencies that have led to confusion and ambiguity 
in the concept and what it entails, the basis of competency approaches described as 
traits are established in the literature. Nevertheless, competencies that are most 
important for effective performance in the job are described as ‘trait-like attributes’ 
(Mumford et al., 2000), or ‘underlying characteristics’ (Boyatzis, 1982) or 
‘behavioural indicators’ (Klein, 1996). The research project here also linked the 
criterion domain to trait theories of leadership, which will be elaborated latter in the 
chapter (see p. 65).
As competencies encompass behavioural attributes, competencies can easily be 
used to create assessment tools that provide an agreed standard and a realistic job 
preview (Heinsman et al., 2007). Shippmann et al. highlighted that job analysis 
focuses on the work or task while competency modelling focuses on the worker. 
Nowadays, competency analyses are commonly used to complement the traditional 
job analysis done in identifying the suitability of candidates for the job (Shippmann 
et al., 2000). Tett et al. (2000) suggested that competencies identified are observable 
and expected to contribute either positively or negatively to the job performance. 
Campion et al. (2011) best practices of competency modelling highlighted techniques 
such as the notable behavioural event interviews (McClelland, 1998) which is similar 
to critical incident technique (Flanagan, 1954) that can be used to clarify further the 
competencies involving performers and non performers or senior management in 
effort to identify the important competencies in performance. It is these individual 
differences depicted by competencies that are the critical differentiator of 
performance criteria (Boyatzis, 2007).
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In an effort to demonstrate the usefulness of leadership competency model, the 
literature examines the exchange of correspondence between Hollenback, McCall 
and Silzer (2006) that highlighted some key issues relating to the use of competency 
modelling of leadership. The correspondence of opposing views on leadership 
competency model assumptions provided areas for concerns in conducting the thesis 
research. Hollenback and McCall asserted four underlying assumptions of leadership 
competency model (see Table 2.5) with strong views that these assumptions were 
problematic making competency models ‘defying logic, experience and data’ as 
models developed based on these competency assumption does not hold up under 
scrutiny and even observations (p. 400). On the contrary, Silzer responded firstly by 
questioning the premise of the four assumptions made by Hollenback and McCall by 
clarifying that despite the shortfalls raised by the other authors, competency models 
were still useful tool towards understanding leadership. Table 2.5 summarizes the 
underlying assumptions of leadership competency model including the authors’ key 
challenges relating to these assumptions. Nevertheless, these authors do agree the 
role of situation in influencing competencies and the lack of competency models not 
explicitly identifying the interactions. Also, both parties agree that competency 
models provide some useful foundations for developing competencies relating to 
leadership applicable to a range of situations.
Competency models are used by organisations as the criterion driving human 
resource practices for example, selection and assessment, and researchers have found 
that this has increased the reliability and validity of selection conducted in the 
organisation (Campion et al., 2011; Patterson et al., 2005; Bartram & Kurz, 2004; 
Cook & Bemthal, 1998). However, research has also found that competency 
measures experience similar problems to performance ratings in terms of reliability 
problems and raters’ bias (Fletcher, 2001). Nevertheless, McClelland (1973) 
indicated that assessments based on competency are more valid than personality 
tests. Heinsman et al. (2007) observed that practitioners and scientists developing 
taxonomies to organise the growing amount of competencies that commonly 
described as a construct of managerial job performance domain. The next section 
demonstrates three competency models of work performance that have since been 
applied to the work performance of leaders.
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Research has demonstrated the need, value and practicality of adopting a 
competency approach in defining criterion domain. However, there is more to be 
done in this area for research, especially since the literature on competencies is 
rapidly expanding, but the empirical research on them has lagged behind (Carless, 
2009; Heinsman et al., 2007; Markus et al., 2005). The thesis adopted a competency 
approach in determining the criterion framework for the research project as it would 
contribute to bridging the gap in knowledge of research and practice relating to 
competency.
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Examples of leadership models
In line with the competency approach previously discussed, the thesis 
examined three models associated with work effectiveness that were developed 
based on trait or personality theories. The research project here takes place in a non- 
Westem context marked by a lack of empirical research done (Triandis, 1993; Gupta 
et al., 2002) and comparing these established models with the study’s findings is 
aimed to provide a more meaningful discussion.
It is acknowledged that there are vast numbers of leadership and work 
performance competency models in practice and also empirically researched such as: 
Boyatzis (1982) “The Competent Manager” study of managerial success, Campbell 
et al. (1990); Project A study based on Army personnel and Higgs and Dulewicz
(2005) testing of a new leadership model based on the leadership dimensions 
questionnaire (LDQ). In fact, organisations many organisations tend to develop their 
own criterion model to capture unique characteristics. This diversity ultimately leads 
to lack of interest in finding a model that can be applied across jobs, industries, 
geography and cultures (Saville Professional Styles Handbook). Nevertheless, the 
study chose to highlight the following three models developed based on competency 
approach as benchmark model:
i) The Great Eight competency framework (Bartram, Robertson, & 
Callinan, 2002; Kurz & Bartram, 2002); given that this was central to the 
original criterion centric approach
ii) The Saville WAVE® model (Maclver, Saville, Kurz, Mitchener, 
Mariscal, Parry, Becker, O’Connor, Patterson & Oxley, 2006), which 
builds on the Great Eight model and recent research in individual 
differences; and was the basis for several of the measures employed in 
this research and lastly
iii) The GLOBE Leadership model (House, Javidan & Dorfman, 2001), 
provided a global reference point given that the research was undertaken 
in a non-Western context.
The thesis referenced these particular models due to the following reasons:
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• These models can be applied and are suitable for measuring performance 
and effectiveness at senior levels, in order words to ascertain levels of 
effectiveness of leaders and aspiring leaders.
• Each model has a generic taxonomy of competency that is, the model can 
be applied to numerous organisations, jobs, and cultures.
• They have been validated extensively.
In addition, the Great Eight and Saville WAVE® model are well established in 
the applied field of EG psychology as the instruments (i.e., various SHE tools for 
Great Eight and Saville Professional Styles for Saville WAVE®) have undergone 
extensive validation, are suitable for modem organizational contexts as continuously 
updated, and suitable for managerial and leadership samples due to the availability of 
suitable norms. Both these models also are recognized for the practicality as the 
stmctures of the two frameworks are based on a hierarchical construct. This meant 
that the different levels within the model could be aggregated up to reflect the 
components. This addresses the discussion earlier on the different structure of 
criterion domain in which narrow, broad and overall stmcture have an impact on the 
measurement model.
In general, leadership effectiveness models or frameworks illustrate the 
criteria/components that have an influence (either positive or negative) on the 
leader/individual level or demonstration of effectiveness. The discussion of these 
models will include development, main components, structure, and validation studies 
relating to the models.
Great Eight competency framework
The Great Eight model developed from a diverse sample derived from an 
analysis of both academic and practice-based competency models of managers and 
non-managerial positions (Bartram, 2004). The competencies of the Great Eight 
model also emerged from statistical analysis of factor analysis and multidimensional 
scaling analyses of work performance ratings done by self and boss that is criterion- 
centric as opposed to predictor ratings on psychometric tests associated with work 
performance (Bartram, Kurz & Baron, 2003).
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The framework comprised of a three-tier structure in which 112 component 
competencies (bottom tier) are mapped onto twenty competency dimensions (middle 
tier) and onto eight broad competency factors (top tier). The competencies identified 
in this model are: leading and deciding; supporting and cooperating; interacting and 
presenting; analysing and interpreting; creating and conceptualizing; organising and 
executing; adapting and coping; and enterprising and performing (see Table 2.6). 
Bartram’s (2004) Great Eight competencies included a cognitive ability element that 
is associated with the ‘analysing and interpreting’ competency. This competency is 
underpinned by job knowledge and skills and is a most relevant measure of general 
mental ability.
The eight factors are independent of each other and cover a broad range of 
work behaviours relevant to today’s professional workforce (Bartram, 2005). As 
mentioned earlier, the Big Five personality had been reflected in the model (Kurz & 
Bartram, 2002). Basically, the Great Eight model factors relating to Big Five 
personality factors include, conscientiousness (related to organising and executing, 
and enterprising and performing), extraversion (interacting and presenting, and 
leading and deciding) and agreeableness (supporting and cooperation) were included 
in the model. The motivational element of need for achievement underpins 
‘enterprising and performing’, while the need for control underpins ‘leading and 
deciding’.
The Great Eight has since been validated using a criterion-centric approach 
with psychometric tools and performance ratings for a total of 29 studies of 
organisations in different industries and in relation to different jobs in the UK, 
European countries, Turkey and the Middle East, South Africa, the Far East and 
USA (Bartram, 2004). From the meta-analysis study with a total sample size of N = 
4,861 subjects, the research found that personality scales had moderate to good 
correlations with the eight competencies rated by the line managers, while ability 
tests had shown correlations with four of the eight competencies.
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As the validation of the Great Eight involved measurement tools all developed 
by the same provider, any claims for the generalizability of the model through more 
empirical studies using different measurement tools have not been investigated, 
particularly in non-UK context, more so in this thesis context that is, Malaysia.
The Great Eight competency framework was used to develop the SHE 
corporate leadership model. This leadership model is one of the most recent and 
sophisticated measures of leadership in occupational psychology (Maelver, 2008).
Table 2.6. Great Eight Competency Framework
Competency Description
Leading and deciding
Supporting and 
cooperating
Interacting and 
presenting
Analysing and 
interpreting
Creating and 
conceptualizing
Organising and 
executing
Adapting and coping
Takes control and exercises leadership. Initiates action,
gives direction, and takes responsibility._________________
Supports others and shows respect for them. Puts people 
first, working effectively with individuals and teams, clients, 
and staff. Behaves consistently with clear personal values
that complement those of the firm.______________________
Communicates and networks effectively. Successfully 
persuades and influences others. Relates to others in a
confident, relaxed manner._____________________________
Shows evidence of clear analytical thinking. Gets to the 
heart of complex problems and issues. Applies own 
expertise effectively. Quickly takes on new technology.
Communicates well in writing._________________________
Works well in situations requiring openness to new ideas 
and experiences. Handles situations and problems with 
innovation and creativity. Thinks broadly and strategically. 
Supports and drives organisational change. Seeks learning
opportunities._________________________ ______________
Plans ahead, works in a systematic and organised way. 
Follows directions and procedures. Focuses on customer 
satisfaction and delivers a quality service or product to the
agreed standards.___________________________ _________
Adapts and responds well to change. Manages pressure 
effectively and copes well with setbacks._________________
Enterprising and 
performing
Focuses on results and achieving personal work objectives. 
Works energetically and enthusiastically. Works best when 
work is related closely to results and impact of personal 
efforts is obvious. Shows understanding of business, 
commerce, and finance. Seeks opportunities for self-
_______________  development and career advancement.___________________
Source: Bartram (2005; competency titles and definitions are taken from SHE 
Universal Competency Framework™ Profiler and Designer Cards)
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Saville WAVE® model
The WAVE® model is a hierarchical framework of general performance 
developed based on extensive research of key characteristics that underpin success at 
work across different occupations. The model developed based on a criterion-centric 
approach of matched predictor-criterion relationships encompasses elements in 
which validation evidence found to be most important and predictive to performance 
criterion.
The framework integrates trait theory, competency approaches, culture and 
motivation. Maclver et al. (2006) proposed that the Saville Consulting WAVE® 
model of work performance is aligned to the Big Five personality factors and also the 
SHE Great Eight competencies model.
Performance under the WAVE® model is represented with an apex of a “2 x 
2” model which is a combination of the dichotomous components of leadership 
performance dating back to the 1960s, the ‘alpha and beta’ constructs (Digman, 
1997) and the ‘task- and people-‘ oriented constructs (Blake & Mouton, 1985). The 
developers describe the four clusters at the apex of the model, which provide a broad 
overview of the key characteristics of work performance. Each cluster is supported 
by three sections, three dimensions and three facets that can be deployed as required. 
The four major clusters are thought, influence, adaptability and delivery which then 
breaks down into three sections (total of 12 sections), and each section comprises 
three themes (total of 36 dimensions), with each of the dimensions accompanied by 
three facets (total of 108 facets). All of the Big Five personality constructs and Great 
Eight competency constructs have a match with the WAVE®. ‘The facet level of the 
model provides breadth of measurement while maintaining clarity of meaning’ 
(Kurz, Maclver & Saville, 2008).
Project Epsom was undertaken with 308 participants to examine the Saville 
Professional Styles questionnaire alongside other similar measures that is, OPQ that 
included a measure of the Great Eight competencies, Hogan Personality Inventory, 
16PF5 and NEO-PI-R (Saville, Kurz & Hopton, 2008). These were measured
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against the same job performance criteria, which in this case was the Saville global 
work performance and the SHL Great Eight work competencies assessed by external 
ratings as opposed to self-reporting. The Saville WAVE® Professional found that 
validity was stronger with these criteria than with the other measures involved in the 
project. However issues with project Epsom include: participants completed the 
range of tests for cash stipend, and relatively small sample. In addition, the model 
has not yet been peer reviewed in high quality journals, only in conferences. The 
model also has not been validated in a Malaysian context.
Table 2.7. Saville WAVE® framework 
c l u s t e r s "
Thought
Influence
SECTIONS DIMENSIONS FACETS
Vision Inventive Creative
Original
Radical
Abstract Conceptual 
Theoretical 
Learning by thinking
Strategic Developing strategy 
Forward thinking 
Visionary
Judgment Learning oriented Open to learning 
Quick learning 
Learning by reading
Practically minded Practical
Learning by doing 
Common sense focused
Insightful Continuous improvement
seeking
Discerning
Intuitive
Evaluation Analytical Analysing information 
Probing
Problem solving
Factual Written communication
Logical
Fact finding
Rational Number fluency 
Technology aware 
Objective
Leadership Purposeful Decisive
Making decisions 
Definite
Directing Leadership oriented 
Coordinating 
Control seeking
Empowering Motivating others
Inspiring
Encouraging
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{Table 2.7 continued)
CLUSTERS SECTIONS DIMENSIONS FACETS
Impact Convincing Persuasive 
Asserting views 
Negotiative
Challenging Prepared to disagree 
Challenging ideas 
Argumentative
Articulate Giving presentations 
Eloquent
Socially confident
Communication Self-promoting Attention seeking 
Immodest 
Praise seeking
Interactive Lively
Talkative
Networking
Engaging Creating rapport 
Initial impression 
Friendship seeking
Adaptability Support Involving Team oriented 
Democratic 
Decision sharing
Attentive Empathetic
Listening
Psychologically minded
Accepting Considerate
Tolerant
Trusting
Resilience Resolving Handling upset people 
Handling angry people 
Conflict resolution
Self-assured Self-confident
Self-directing
Self-valuing
Composed Poised
Calm
Copes with pressure
Flexibility Receptive Responsive to feedback 
Open to criticism 
Feedback seeking
Positive Optimistic
Buoyant
Cheerful
Change oriented Accepting change 
Tolerant o f uncertainty 
Accepting challenges
Delivery Structure Organised Self-organised
Planning
Prioritizing
Principled Proper
Discreet
Honouring commitments
Activity oriented Quick working 
Busy
Multi-tasking
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{Table 2.7 continued)
CLUSTERS SECTIONS DIMENSIONS FACETS
Drive Dynamic Action oriented
Initiating
Energetic
Striving Results driven
Ambitious
Persevering
Enterprising Entrepreneurial
Selling
Competitive
Implementation Meticulous Detailed 
Thorough 
Quality oriented
Reliable Meeting deadlines 
Punctual 
Finishing tasks
Compliant Rule bound 
Following procedures 
Risk averse
Source : Saville, P., Maclver, R., & Kurz, R (2009). Saville Consulting Wave 
Professional Styles Handbook (p. 43)
GLOBE (Global Leadership and Organisational Behaviour 
Effectiveness) leadership profile
The GLOBE project is recognized as one of the more ambitious and influential 
research initiatives aimed at identifying global leadership competencies (Avolio, 
Walumbwa & Weber, 2009). The project led by House (1991) involving 170 social 
scientists and management scholars of 62 nations, including Malaysia, in a multi­
phase, multi-method project examined the relationship between societal and 
organisational culture and organisational leadership (House et al., 2001). The 
GLOBE project examined the extent of the applicability of specific leadership 
attributes and behaviours that contribute to effective leadership and the extent to 
which these attributes are conditioned by culture.
First, the project identified nine culture contingent dimensions used to 
categorize the societal culture of the nations. Then, another outcome from the 
GLOBE project is the six global leadership dimensions developed through 
quantitative data using a leadership questionnaire consisting of 112 items on 
leadership behaviour/attributes. The study identified the dimensions as universally 
perceived leadership attributes that contribute to or inhibit outstanding leadership
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(see Table 2.8) and found agreement for the attributes within the cultural groups 
involved in the study as the description of an effective leadership profile.
In terms of these cultural dimensions, the Malaysian leadership profile was 
based on a Southern Asia regional level. Gupta et al. explained that countries in the 
area are high on: i) group collectivism (places high value on group), ii) power 
distance (acceptance authority), iii) humane orientation (degree to which individuals 
in organisations or societies encourage and reward individuals for being fair, 
altruistic, friendly, generous, caring and kind to others), and iv) low on gender 
egalitarianism (the extent to which an organization or a society minimizes gender 
role differences). However, classifying Malaysia based on cultural dimensions that 
are common with other countries might be too rudimentary, given that each country 
has unique characteristics with potential implications for leadership behaviour 
(Niffenegger et al., 2006, cited in Selvarajah & Meyer, 2008). The South East Asia 
cluster used in the GLOBE project comprises different countries than those that have 
traditionally been associated with this region.
Table 2.8. GLOBE Project Leadership Model
T rait Description
Charismatic/
transformational
Emphasize the importance of willingness to act decisively, 
using logic and intuition to reach a decision firmly and quickly, 
and being strong-willed, determine and resolute
Team-oriented Prefer leaders who will coordinate activities in a diplomatic 
style, avoiding internal disputes and showing consideration for 
the team members
Humane
orientation
Leaders are expected to be generous, modest, compassionate, 
self-effacing and patient
Participative Report a desire for leaders to use a participative style; they 
were more accepting of autocratic behaviours than managers 
from other countries
Self-protective More willing to accept leaders who forego direct 
communication in favour of face-saving approaches
Autonomous Independent, unique or individualistic styles
Source : Northouse, P.G. (2007). Leadership: Theory and Practice (p. 314).
From the global leadership behaviours that were identified, Kennedy (2002) 
reported that from a sample of 125 Malaysian managers, Malaysia had rated 
charismatic/value-based and team-oriented leadership to be the most important 
contributors to excellent leadership. This was followed by humane orientation and
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participative leadership as being effective leadership behaviours (Kennedy, 2002). In 
another study that attempted to identify the leadership profiles of country clusters, 
Northouse (2007) found that the Southern Asia leadership profile emphasized self- 
protective, humane-oriented and team-oriented as effective leadership behaviours, 
while participative leadership was viewed as ineffective leadership. A description of 
effective leadership from this cluster would be ‘collaborative, inspirational, sensitive 
to people’s needs and concerned with status and face saving’ (Northouse, 2007, p. 
319). In comparison to the previous two framework introduced, this research 
provided a more specific illustration of a model of leadership effectiveness relevant 
to the current research setting.
2.5. Leadership effectiveness
Following on from the examples of leadership effectiveness, the literature 
review now focuses more specifically on related issues to this criterion. The three 
leadership effectiveness model highlighted above had demonstrated similarities in a 
few components. On this basis, the thesis examines a selected area of literature on 
leadership that deepen the understanding of the concept of leadership effectiveness.
First, the discussion on the literature provides a background to the leadership 
effectiveness, followed by a brief examination of a few theoretical framework of 
leadership effectiveness. Then, the literature discussion focuses on the research 
theoretical approach; trait theoretical paradigm in more detail covering a few popular 
dimensions that previous researchers often associated with leadership effectiveness 
that is, i) personality, ii) cognitive ability, and iii) motivation. This section also 
provides a discussion of the background of universality application of leadership that 
facilitates the understanding of the research approach that conducted the study in a 
non-UK context.
Background
The concept of leadership effectiveness is complex in nature as both concepts; 
leadership and effectiveness separately have shown variation in such basic matters as 
definitions (Atwater & Yammarino, 1997; Northouse, 2007; Stogdill, 1974). 
However, one area of certainty regarding leadership effectiveness is that it plays an
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important part in organisational success. Andersen (2006) indicated that the terms 
“leadership effectiveness” and “organisational effectiveness” is synonyms in 
management.
Hamlin and Serventi (2008) indicated that, despite the vast amount of research 
in leadership, little is known about differentiating effective and ineffective leaders, 
and also about what constitutes leadership effectiveness. This provided an 
opportunity for the research to examine the leadership effectiveness using an 
emerging approach in validation on a complex issue such as leadership effectiveness.
Research has shown that these two concepts separately are defined with much 
variation depending on the individuals. Yukl (2002) explained that ‘leadership’ is 
defined according to an individual’s perspectives and the aspects of leadership that 
are of most interest to the individual. Atwater and Yammarino (1997) suggested the 
definition of ‘effectiveness’ is dependent on the person making the assessment. This 
complexity leads to varying interpretations of leadership effectiveness. On the other 
hand, when reviewing past researchers definition of ‘leadership effectiveness’, it has 
been suggested that the term reflects the relationship between what the leaders ‘do’ 
and what the leaders ‘achieve’ (Luthan et al., 1985). Bennett and Langford (1983) 
referred to the ‘do’ as performance and to what leaders ‘achieve’ as aims and 
objectives. Haslam, Reicher and Platow (2011) described effective leadership as 
‘influencing others so that they are motivated to contribute to the achievement of 
group goals’ (p. 1). This definition reflects a very group focused, contrasted with 
Judge et al. (2002) that defined effectiveness only on an individual level. The 
varying definition of the concept also demonstrated the many theoretical framework 
used to describing and understanding leadership effectiveness.
In addition, the approach to studying leadership effectiveness has shifted to 
examining the universality models of the leadership (Hamlin, 2004). This approach 
of universality leadership, where the application of traits or behaviours describing 
leadership would not be culture or context specific, is valuable to organisations in 
this globalized economy (Javidan et al., 2006).
6 2
Theoretical paradigm of leadership effectiveness
The research acknowledges several theoretical paradigm and theories on 
leadership and the critiques of trait theory leading to researchers such as Avolio 
(2007) and Derue, Nahrgang, Wellman and Humphrey (2011) promoting integration 
of theoretical frameworks of leadership. The chapter presents Table 2.9 provides a 
brief summary of key concepts of other leadership theoretical paradigm (i.e., 
behavioural, situational and contingency paradigm) that have been researched 
extensively in the literature as a reference point in discussing trait theory of 
leadership.
So far, the literature review discussion in this chapter highlighted examples of 
work performance in relation to personality research and also the competency 
approach that incorporates competence of KSAs into the description. Furthermore, 
the preliminary survey in Chapter 1 had highlighted the popularity of using 
personality and ability tests in assessment procedures in organisations in Malaysia. 
Based on this, the individual differences perspective is adopted to explain the 
performance domain, which in turn determined the conceptualization of leadership 
effectiveness and methodological preferences of this research.
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Trait theory/leadership traits paradigm
The trait approach is recognized as the first attempts to study leadership, 
beginning with “great man” theories, which focused on identifying innate qualities 
and characteristics of famous people in the early twentieth century (Northouse, 
2007). In the mid-twentieth century, theories relating to personal qualities were still 
popular, but the studies also recognized the influence of social situations (such as the 
group/followers) and how possessing these qualities may work in one situation but 
not another (Stogdill, 1948; House & Aditya, 1997; Kim & Yukl, 1995). In the 
1980s, research into charismatic and transformational leadership reaffirmed the 
importance of extraordinary qualities and situations as determinants of effectiveness 
(Zaccaro, 2007). Studies of leadership traits again received focus from researchers 
mainly due to this shift towards examining specific traits and skills that related 
directly to behaviours of effective leaders, instead of the previous general and 
abstract focus on relevant traits (Yukl & Van Fleet, 1992). Gibbs (1969), Mount and 
Barrick (1998), and Zaccaro (2007) highlighted the mixed research findings and 
somewhat ‘pessimistic’ view of traits and work-related behaviours but still supported 
the usefulness and value of traits dispositions in influencing workplace behaviours.
House and Adtiya (2008) highlighted the relevance of trait theory given that: i) 
the possession of certain traits plays a role in the individual actions or reactions in 
situations (McClelland, 1975 in relation to motivation theories; Zaccaro, 2007), ii) 
the research literature has consistently found that a number of traits differentiate 
leaders from others (Judge et al., 2002), and iii) traits will have a stronger effect on 
the behaviours in a condition/situation that allows them to do so (e.g.. House, 1977, 
in relation to charismatic theory).
In terms of a definition, traditionally, the terms “traits” refers to personality 
attributes (Yukl & Van Fleet, 1992), but nowadays the definition of traits includes 
motives, values, cognitive abilities, social and problem-solving skills, and expertise 
(Zaccaro, 2007). Basically, the traits theory of leadership posits that the 
effectiveness of the leader depends upon the key characteristics that the individual
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possesses and that having these traits is central to the leadership process (Northouse, 
2007).
Among research that have attempted to identify the traits associated with 
leadership effectiveness include Judge et al. (2002) qualitative reviews on studies 
that examined personality and leadership. From the studies that the authors 
reviewed, their analysis showed that popular traits included: self-confidence, 
emotional stability, adaptability, and motivation/drive which. Also, other research 
relating traits and leadership included: emotional intelligence (Salovey & Mayer, 
1990), hardiness (Kobasa, 1979), and intelligence and dominance (Foti & 
Hauenstein, 2007). However, despite numerous studies at identifying the cluster of 
characteristics relating to effectiveness, not much is known about differentiation 
effective and ineffective leadership (Atwater et al., 1999; Andersen, 2006).
Northouse (2007) highlighted the criticism of this theoretical approach include:
i) inconsistent research findings, ii) long list of traits, iii) taxonomy of traits in which 
different names for similar meaning. Nevertheless, the popularity of personality 
measures as assessment and selection methods continually receive researchers’ 
interest in associating traits with work-related behaviours (Tett et al., 1991) despite 
the criticism of trait theory.
Popular dimensions of leadership effectiveness
The thesis will focus on three of the most popular trait areas that have been 
associated with leadership effectiveness: i) personality, ii) cognitive ability, and iii) 
motivation. The research focused on these three dimensions as researchers such as 
Mumford, Zaccaro, Harding, Jacobs, and Fleishman (2000), Boyatzis (2008) and 
Bartram (2004) are some of the researchers that have integrated all three of these 
elements in studying the linkages with leadership.
Table 2.10 presents a list of research relevant to the three areas. Then, the 
discussion on these areas will provide a brief introduction on the empirical research 
supporting the presence of elements in relation to leadership, before describing how 
these traits play a role in determining the effectiveness in leadership behaviour.
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Table 2.10. List of research relating to popular dimensions of leadership 
effectiveness.
______ Personality-________________ Ability________________ Motivation______
Barrick & Mount (1991) Gatewood & Field (2001) McClelland (1973)
Judge, Bono, Hies & Hunter & Hunter (1984) Chan, Rounds & Drasgow,
Gerhardt (2002) Judge, Colbert & Hies (2000)
Mount and Barrick (1998) (2004) Miner (1978)
Robertson & Kinder Schimdt & Hunter (1998)
(1993)______________________________
Combination of Personality, Ability and Motivation 
Bartram (2004)
Boyatzis (1982)
Maclver et al. (2006)
_________________________ Mumford et al. (2007)____________________________
Personality
Mount and Barrick (1998) commented that the five factors of the Big Five 
personality framework have been found in different cultures, languages, instruments 
and theoretical framework. The previous section of this chapter (see Table 2.4) 
highlighted some of the researchers that have used the Big Five personality 
framework to examine the relationship between personality and work-related 
behaviours. The framework has also been used to examine the relationship between 
personality and leadership (Judge et al., 2002).
Judge et al. (2002) highlighted some impressive results when using the Big 
Five personality model with in research examining the relationship between 
personality and leadership that is, extraversion (0.31) as the most consistent and 
strongest correlation with leadership, followed by conscientiousness (0.28), while for 
neuroticism, openness to experience and agreeableness were the least relevant to 
leadership. The findings suggest that the facets of these personality traits influence 
certain leadership behaviours.
In explaining the relationship between extraversion and leadership 
effectiveness. Judge et al. (2002) described that individuals who are extroverts are 
both sociable and dominant people who would assert themselves more in group 
situations. In another research. Judge and Bono (2000) suggested that extraverts 
exhibit inspirational leadership because they are individuals that are positive.
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ambitious and influential, and likely to have an impact on followers’ confidence and 
enthusiasm. This explains why it is individuals who are high in extroversion have the 
tendency to demonstrate leadership effectiveness. However, Andersen (2006) 
highlighted that it is important to note that the effect size in Judge et al.’s study 
(2002) was not large.
The other personality component that has been highly associated with leaders 
is conscientiousness. In fact. Ones et al. (2007) suggested this factor of the Big Five 
is the single best generalized predictor of job performance. Previous research has 
found supported of conscientiousness as a valid predictor across occupational groups 
(Barrick & Mount, 1991; Hough & Ones, 2001; Schimdt & Hunter, 1998). Judge et 
al. and McCrae, John and Oliver (1992) described that individuals high on 
conscientiousness tend to favour planning, and are responsible and organised. 
Therefore, an individual with a high level of conscientiousness has the disposition to 
demonstrate effectiveness in carrying out those types of roles in a leadership 
position.
Research examining conscientiousness and leadership has also found evidence 
opposing the importance of this factor in leadership (Avolio et al., 1996; Robertson, 
Baron, Gibbons, Maclver & Nyfield, 2000). First, studies linking conscientiousness 
and leadership have been criticized on the grounds of methodological and statistical 
issues due to the complex nature of conscientiousness as a construct (Ones, Mount, 
Barrick & Hunter, 1994). Also, Robertson et al. (2000) found that conscientiousness 
did not correlated with managerial performance and also in fact correlated negatively 
with promotability. The authors explained that conscientious individuals are likely 
to be organised, conforming, reliable, detail conscious and purposeful (Digman & 
Takemoto-Chock, 1981; Goldberg, 1990; Loevinger, 1994), which may not be 
desirable behaviours in a leadership position. Nevertheless, Robertson et al. (2000) 
indicated that conscientiousness did correlate with some specific performance 
factors, such as being organised and quality driven. They concluded that researchers 
need to examine the relationship between personality and performance on a more 
multi-faceted view of performance and personality.
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The research above demonstrates that the performance of leaders would be 
more effective if individuals possess a certain personality -  in this case, a higher 
level of extroversion and conscientiousness. However, Heinsman, et al. (2007) 
emphasized the importance of conscientiousness in demonstrating effectiveness, but 
linked it to a thinking ability dimension where the individual’s conscientiousness 
behaviour is contributing to job performance through competencies such as judgment 
and analytical ability. Robertson and Kinder (1993) showed that a combination of 
personality conscientiousness and general mental ability contribute to job success.
Cognitive ability
Cognitive ability predictors have been found to be one of the most valid types 
of predictors of job performance across a variety of occupations, from low entry to 
advanced level, albeit more so for professional-managerial jobs (Hunter & Hunter, 
1984). Millward (2005) commented that this was still true, even though it had been 
20 years since Hunter and Hunter’s research. This implies that having a high level of 
intelligence is a factor that would determine the level of leadership effectiveness.
Gatewood and Field (2001) and Schimdt and Hunter (1998) are some of the 
researchers that have found the relationship between intelligence and performance to 
be stronger for more complex jobs. Leadership positions have been acknowledged as 
jobs that are more complex in nature, thus making such an association more 
applicable. One of the complexities associated with leadership positions was the high 
level of information processing (Gatewood & Field, 2001). Locke (1991) found that 
leaders must have the cognitive ability to process a high level of information, which 
includes gathering, integrating and interpreting.
Also, Judge, Colbert and Hies (2004) mentioned that the leadership role 
requires leaders to deal with an enormous amount of information -  as found by 
Gatewood and Field and also Locke (1991) -  but that it also entails developing 
strategies, problem solving, motivating others and monitoring the environment. With 
this range of responsibility, it is not surprising that leadership effectiveness is 
affected by cognitive ability. In fact, Fiedler and Garcia (1973) described the
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relationship between intelligence and leadership as being somewhat “common 
sense”.
Mumford, Campion and Morgeson’s study (2007) also recognized the 
complexity of the leadership role. Their research on leadership skill requirements 
included a cognitive component, among others skills (i.e., interpersonal, business and 
strategic skills components). Besides needing the cognitive capacities for information 
processing, Mumford et al. (2007) argued that they played a role in leaders’ ability to 
learn and adapt. Heinsman et al. (2007) and Kanfer and Ackerman (1989) are some 
of the other researchers who found that cognitive ability has an important role to play 
in learning and skill acquisition.
However, Judge, Colbert and Hies (2004) found that the relationship between 
cognitive ability and leadership was no longer as high as found in previous studies. 
Sternberg (1997) questioned the role of intelligence in performance, as the memory- 
analytical aspect (the intelligence usually measured in IQ tests) is just one aspect of 
the intellectual spectrum relating to managerial success. He argued that ‘managerial 
intelligence’ was different from traditional intelligence, as it comprises practical and 
creative abilities too.
It has been demonstrated that, on the one hand, research has established the 
complexity of the leadership role and found intelligence to be a determinant of 
effective or ineffective leadership. However, the question that researchers would 
need to examine further is the type or types of intelligence that are relevant to 
leadership.
Motivation
Motivation is another individual difference that has been associated with 
distinguishing between an effective and an ineffective leader. Leadership literature 
has described motivation as the motives of individuals in assuming leadership roles 
(Gardner, Avolio, Luthans, May & Walumbwa, 2005; Kark & van Dijk, 2007).
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McClelland (1985) quoted Hull’s idea that an individual’s motivation was a 
function of the motive to achieve success, the probability of success and the 
incentive value of success. Applying this to leadership, McClelland found that for 
managers to be effective at higher levels, the pattern they had to possess was at least 
moderately high motives in power, lower motives in affiliation and high motives in 
self-control (McClelland & Boyatzis, 1982). He found that high power motives were 
important, because that shows that the person is interested in the ‘influence game in 
having impact on others’ and that ‘low affiliation would make it easier for managers 
to make difficult decisions without being concerned with being disliked’, while high 
control would mean the person is aware of the ‘impact to the organisational systems 
and following procedures’ (McClelland & Boyatzis, 1982, p. 737). This shows that 
motivation has a role in the individual disposition in terms of demonstrating effective 
or ineffective behaviours.
The role of motivation theory, by Miner (1978), is another example of how 
motivation is essential for effective leaders. Miner (1978) suggested that managerial 
positions have certain ‘role requirements’ and that, for a manager to be successful, 
they must have the desire and motivation to fulfil the roles. He found six managerial 
role requirements, which include favourable attitudes to superiors, the desire to 
compete, the desire to assert oneself, the desire to exercise power, the desire to be 
distinct and different, and the desire to perform routine administrative duties 
responsibly. Similarly, Avolio (2007) suggested that leadership was a function of the 
motives to assume the role and behaviours. Chan and Drasgow (2001) quantified this 
motivation as a construct -  motivation to lead (MTL) -  which they later found to 
influence the leaders’ participation in training, competence development and 
leadership performance (Chan, Rounds & Drasgow, 2000).
These studies therefore established that having more or less motivation (of a 
specific kind) would impact on the individual’s demonstration of leadership 
effectiveness or ineffectiveness.
The discussion on these three areas ascertained the relevance of these types of 
criteria in relation to leadership effectiveness. Nevertheless, the findings also
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suggest inconsistent findings in relation to the traits/behaviour to determine the 
effectiveness and ineffectiveness of leaders that relates to one of the criticism of trait 
theory.
Universality of leadership effectiveness
Hamlin (2005) indicated that one criticism of many management and 
leadership studies had been the lack of generalizability across organisations, 
countries and cultures. Hamlin (2005) highlighted contextual factors such as whether 
the study was conducted in a public or private organisation and US or non-US 
studies producing different findings among leadership studies. In explaining the 
different research findings, one explanation cited in the literature described that it 
was due to the way in which leadership is perceived, which influences the 
researcher’s conception of leadership and also the methodological preference in 
conducting research in the area (Yukl & van Fleet, 1992). Also, the lack of 
generalizability has also been attributed to the weaknesses in the research design and 
lack of control in procedures in management studies (Avolio et al., 1999).
Despite the lack of generalizability, researchers do not deny the existence of 
universal effective leadership behaviours (Stogdill, 1974; Bennis, 1999). On the one 
hand, researchers argue as to whether such a notion can exist (Wilcocks, 1990), but 
on the other hand. House and Aditya (1997) suggest that it is ‘logical’ to have 
universal effective leadership behaviours, as there are possible leadership functions 
that are generic and universal. So far, the literature review has also highlighted the 
notion of universality that is suggested by the competency approach and the example 
of work effectiveness model described in the research; Great Eight, Savilie WAVE® 
model and GLOBE (see section 0).
Hamlin (2005) highlighted Homer-Long and Schoenberg’s (2002; pp. 612-13) 
‘universal theories of leadership [which] argue that the characteristics required of 
leaders will remain the same regardless of the stage of development of the 
organisation, the environment (culture) in which it exists, or the people who work in 
it. Effective leaders possess a generic set of behaviours that remain appropriate for 
all organisations and business environments ...’. A universal approach means that the
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applicability of such matters would not be influenced by the organisation, sector, or 
culture.
This approach of leadership denotes the practical value of leadership 
effectiveness in adopting a universal approach. To demonstrate this, the discussion 
will now examine an external factor that drives the need for universal leadership 
effectiveness, more so in this research project involving a non-UK research context.
As introduced in Chapter 1, it seems that having a universal approach to 
leadership would be even relevant now due to the globalization and 
internationalization of the world’s economy. This economic change has led to 
international interdependence and inter-linkages in international companies, thus 
impacting leadership. Javidan et al. (2006) explained that in a globalized business 
environment, leaders are required to have the ability to work with and influence 
individuals from diverse cultural backgrounds. Having what researchers term ‘global 
leadership’ is found to be a critical success factor for large multi-national companies 
(Javindan et al., 2006). The universality of leadership has also been demonstrated to 
be present despite cultural differences. Researchers have found empirical support for 
the universality of leadership effectiveness (e.g., Carl & Javidan, 2001; Russ-Eft & 
Brennan, 2001; House, Javidan & Dorfman, 2001; Hamlin, 2005).
Despite the importance of such an approach, the empirical research and 
evidence are still lacking (House & Aditya, 1997; Morisson, 2000). On this note, the 
discussion supports the notion of universal leadership effectiveness criteria for this 
research project. Therefore, the study examines the extent to the applicability of the 
universal concept by comparing the research findings with established criterion 
models and the extant literature.
2.6. Research context
The purpose of this discussion is to provide some basic information that could 
provide a contextual frame for the criterion of leadership effectiveness. Earlier in the 
chapter, the notion of universality was introduced that basically implied that a 
research context of a study would not be a factor in determining leadership
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effectiveness. However, research has also shown inconsistency of leadership studies 
due to different cultures (Hamlin & Cooper, 2005; Wang, 2011). The discussion will 
provide a reference for the possible influences of culture on the basis that the context 
may provide an explanation to the research findings.
The research setting for this research project was in an organisation in 
Malaysia which is part of the South East Asia region. The following discussion 
focuses on the contextual aspects -  in particular, general background and leadership 
in the country.
The discussion of the research context here does not include the research 
setting that is, the organisation in which the research was undertaken. The 
organisation will be examined in more detail in Chapter 3.
Malaysia in general
A brief background to Malaysia is provided below in order to provide some 
context to the research, as the research was carried out in this country. Key facts of 
Malaysia are shared in Table 2.11. More focus is given to the development of the 
country in order to establish the country’s interest in human capital, which leads on 
to the interest in leadership.
Table 2.11. Key facts about Malaysia
KEY FACTS
Geosraphical Location
Malaysia is situated in the South East Asia region. Malaysia consists of two regions: 
the peninsular, and part of Borneo island, referred to as east Malaysia, which is 
separated by the South China Sea. Neighbouring countries of the peninsular include 
Thailand and Singapore, while the neighbouring countries of the East region are the 
Philippines and Indonesia.
Population
28.31 million (Department of Statistics Malaysia as of 31/07/2009)
Multicultural country
Diverse population with ethnic groups: Malay 53.3%, Chinese 26.0%, indigenous 
11.8%, Indian 7.7%, others 1.2%.
History
Attained independence from British rule in 1957.
Economy
Malaysia transformed itself into an advanced economy (IMF, 2007) under the 22-year 
(1981-2003) leadership of the Prime Minister, Dr Mahathir Mohamad.______________
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Leadership in Malaysia
The focus of leadership has been a focus for fostering human capital 
throughout the world, especially in a developing country such as Malaysia. New 
challenges have emerged in this environment due to the rapid globalization and 
internationalization of the economy and the significant advancement in technology. 
This more difficult operating environment demands new skills and the ability to 
manage these new challenges. Indeed, the role of leadership has changed.
Changing roles o f leaders. The current Prime Minister (PM) of Malaysia 
describes the nation as a multicultural landscape that strives to become a global 
player amidst increasing globalization, competitiveness and liberalization in the 
international arena. This agenda has put in place numerous leadership initiatives, 
albeit with a reliance on Western leadership theories and experts, given that 
empirical studies of leadership are located in South East Asia are limited.
Different approach to understanding leadership. An article from the 
International Centre for Leadership in Finance (ICLIF) in June 2009 -  “Leadership 
Development: The New Business Imperative”, by Al-Attas, S. mentioned in Chapter 
I also highlighted that when it comes to matters of leadership development, the West 
has been putting in efforts to identify ‘global leadership competencies to steer it as it 
makes increasing encounters with the East’, but that the Asia Pacific region is still 
preoccupied with identifying specific skills or competencies. It is apparent that both 
the West and the East have explored the leadership in the SE Asia region with 
differing approaches, which ultimately can influence the outcomes of the matter, and 
thus further research in this area would provide more clarity.
The discussion has illustrated the cultural and national-boundary-related 
matters that are unique to the research project country which in turn may affect 
matters such as leadership effectiveness. These aspects must be recognized in this 
research in order to draw more clear conclusions when comparing the criterion of 
leadership effectiveness with other models or research findings.
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2.7. Research project objectives
The discussion of the literature in this chapter has demonstrated the value and 
also the knowledge gaps relating to a criterion-centric approach to validation, which 
puts the focus on criterion domain, and is relevant for measuring the performance of 
senior employees leadership effectiveness. The research project was undertaken in 
Malaysia, as there is a particular need to understand effectiveness and the 
measurement thereof in a South East Asia context. In summary, the two main 
research objectives for the study were:
1) The implementation and testing of the proposed process model of a 
criterion-centric approach to validation (see p. 45) that guided the 
execution and consideration of the research. The literature review has 
shown that the understanding and focus on the criterion domain that is, a 
criterion-centric approach: i) leads to better definition of factors underlying 
the criterion domain; ii) leads to better understanding of the relationship 
between the predictor-criterion; and iii) leads to a better measurement 
model. Matters that are important to consider for the approach include 
matching of the predictor-criterion and the structure with which the pairs 
are examined. As this is an emerging field with very little empirical 
evidence, conducting a research by adopting this approach would be of 
value in understanding the approach and conceptualization of the criterion 
further and in providing empirical evidence for both research and applied 
field.
2) Based on the process model, the research examined key considerations in 
implementing a criterion-centric approach at senior levels, in other words 
to determine criteria of leadership effectiveness in a Non-Western context. 
Leadership effectiveness in South East Asia is an important factor in 
determining an organisation’s success, as there needs to be a measure of 
how well leaders are performing. However, research has shown that: i) 
little is known still about effective and ineffective leadership; ii) there is a 
need to examine the criterion in the SE Asia context; and iii) there has been 
a notion of universality of criteria. The present research project focuses on 
the criterion domain of leadership effectiveness in a South East Asia
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context, where understanding of what makes a leader effective/ineffective 
still has little local empirical evidence.
The above objectives were pivotal to the conduct of the research, which 
divided the study into a two-phase study. Within each phase, a series of studies were 
undertaken, each with its own set of research objectives, questions and hypotheses 
presented later in the thesis (p. 116 & 150). Overall, the research hypotheses were:
a) Research hypothesis 1: That leadership effectiveness (local competency
and performance) model could be conceptually mapped and validated 
against existing generic models, the Great Eight and the Saville Wave 
Model. This validation would lead to a refined understanding of the 
criterion space.
b) Research hypothesis 2: that competency and performance criteria, refined
as above, could be mapped conceptually against appropriate predictors, in
particular measures pertaining to traits and ability.
c) Research hypothesis 3: a precise point to point mapping of criteria and 
predictors would lead to improved validity coefficients, where measures 
which are conceptually related will exhibit higher associations than 
measures which are conceptually unrelated. It is also predicted that the 
point to point mapping will allow the determination of incremental 
validity.
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Chapter 3 
3. Methodology
This chapter begins with an explanation of the research paradigm that guided 
the design of the thesis study, followed by a recap of the research design introduced 
in Chapter 1. Then, the chapter provides an introduction to and elaboration of a 
mixed method research approach. As the research project involved two phases with 
different research approach and methods, the thesis specify further details of the 
studies and methods undertaken in each phase of the research. The description of the 
two phases includes a discussion that covers the rationale, procedure and data 
analysis approaches employed. Also included is a discussion on the details regarding 
the research context, which covers the research setting, participants and relevant 
human resources processes. Finally, the chapter shares a brief description on 
research approval and ethical considerations of undertaking the research in a 
government-owned statutory body organisation located in a South East Asia context.
3.0. Research paradigm
In considering the research paradigm, epistemological and methodological 
consideration pertaining to the research propositions guided the choice of research 
approach adopted in the study. In this case, the research assumed that the criterion of 
leadership effectiveness could be observed and measured, which resulted in the 
employment of a research methodology that included both qualitative and 
quantitative data collection. In this mixed method research design, the first part of the 
study adopted qualitative approach aimed to identify the criteria, while the second 
part of the research employed a more quantitative approach, which involved 
assessing and validating the criteria. Also, where possible, measures were taken to 
recruit independent individuals throughout the research process in order to ensure no 
biased or influenced of the researcher’s values to the research project.
3.1. Research design
As an overview, the overarching criterion-centric approach to validation 
structured the research into a two-phase mixed method study that addresses the 
research project objectives highlighted in the previous chapter. Phase I explored and
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established the criterion domain of leadership effectiveness. The qualitative 
approach, adopted in this phase enabled the researcher to examine the underlying 
components of the criteria with a deeper understanding of the criterion domain. 
Subsequently, Phase 2 focused on a validation study of the criteria identified. This 
involved the measurement and validation of the criteria identified using relevant 
predictors and criterion measures of a psychometric nature. See Figure 1.1 in 
Chapter 1 that provided a holistic view of the research design incorporating the 
research strategy, targeted participants and also the desired outcome of the 
methodology that was carried out in the research.
Phase 1 involved critical incident technique (CIT) interviews conducted with 
participants as the first step in identifying the leadership effectiveness criterion 
domain. In this phase, a card sort task and a focus group involving independent 
individuals were employed as part of the research methodology for the data analysis 
in the identification of the leadership criteria. The outcome of this phase enabled the 
examination of research hypothesis 1 (p. 77) as the criteria identified can be mapped 
and validated to other models.
Phase 2 comprised of matching the identified leadership effectiveness criteria 
with predictors and criteria measures and matching procedures that formulated a- 
priori hypotheses for the study that is mainly referring to the research hypothesis 2 
(p. 77). Having done so, the phase addressed the research hypothesis 3, which firstly 
involved data collection with participants recruited to complete the psychometric 
tests relevant to the criterion framework identified in Phase 1 followed by the final 
stage of this phase involved the validation analysis based on the predictors and 
criteria data that involved the testing of a-priori hypotheses derived from the 
matching exercise.
3.2. Mixed method research design
Qualitative and quantitative research methods have advantages and 
disadvantages. The paradigm wars of researchers, on whether qualitative or 
quantitative research methods are better, has resulted in the mixed method research 
recognized as a “third methodological movement” that uses the strength of both
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approaches of research (Tashakkori & Teddie, 2003). Tashakkori and Creswell 
(2007) broadly define mixed methods research as “research in which the investigator 
collects and analyses data, integrates the findings and draws inferences using both 
qualitative and quantitative approaches or method in a single study or a program of 
inquiry” (p. 4). The research adopted this approach based on the relevance and also 
advantages that will be described in the following discussion.
Tashakkori and Teddie (2003) reported that upon examination of social and 
behavioural research, researchers have extensively used this method to solve 
practical research problems. Berman (2010) proposed that mixed methods are 
eminently suited for exploring variations in the construction of meaning of concepts 
in relation to how respondents for instance make sense of their experiences or report 
on attitudes in interviews or questionnaires, respectively. Thus, adopting a mixed 
method in this research project would enable first of all, a deepen understanding of 
the criterion domain, then ensuring that the existing framework can be validated and 
also map it against existing literature -  such process-focused research is almost 
impossible to do quantitatively.
The South East Asia context of this research is different from the leadership 
studies that are substantially conducted with Western sample population (House & 
Aditya, 1997) and it has been recognized that western culture values are not 
appropriate worldwide (Swierczek, 1991). In addition, leadership itself is a complex 
concept as demonstrated from the varying definition from one study to another 
(Northouse, 2007). The use of multiple methods is needed to understand and 
addresses complexities that exist in social phenomenon of this different research 
context (Creswell, Clark, Gutmann & Hanson, 2003). This is possible as a mixed 
method methodology combines two different research methods into a single 
investigation. This results in a holistic approach of conducting the research as in the 
quantitative research part of the study to be motivated by researcher's concerns while 
the qualitative research part often driven by desire to capture the participant's voice 
(Onwuegbuzie & Leech, 2005). The methodology has been describes to recognize 
the existence and importance of the physical, natural world as well as the importance 
of reality and influence of human experience (Johnson & Onwuegbuzie, 2004). As a
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result, this method produce better findings (Tashakkori & Creswell, 2007), or 
complementary subset of results, which ultimately enrich overall research findings 
(Berman, 2010).
Johnson and Onwuegbuzie (2004) described that the fundamental principle of 
mixed methods requires researchers to collect multiple data using different strategies, 
approaches and methods. The combination of quantitative and qualitative research 
methods allows researchers to leverage on the strength of a research method, or 
offset the weakness of another approach. The authors also asserted that researchers 
must find the best chance of obtaining useful answers to their research questions and 
many research questions can be ‘fully answered’ using mixed research solutions. 
Given the complexity of criterion domain in terms of identification and also 
measuring, the advantages of a mixed methods design discussed above can fulfilled 
the need of the research project.
Wang, Bonk, Delandshere and Brush (2008) guide to mixed methods research 
postulated that the rigour of conducting mixed methods research must consider: i) 
purpose, ii) integration and iii) congruence of mixed methods design. Determining 
the fundamentals of those consideration highlighted by Wang et al. provides a 
research guide and justifications for the choice of methods. In determining these 
considerations, the following authors are reference:
• Greene, Caracelli and Graham (1989) postulated five purposes of mixed 
methods research and emphasize that the purpose of mixing should be 
clear.
• Wang et al. clarified that the integration can occur at different stages or 
even multiple stages of the research that is, research question, data 
collection or data analysis.
• Creswell, Plano Clark, Gutmann and Hanson (2003) highlighted that 
the congruence of the mixed methods design referring to the order of 
data collection and also whether one method is the core or supplement.
Table 3.1 provides a summary of these considerations and highlights the 
research application for the study.
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Based on Table 3.1, the research adopted a mixed methods design for the 
purpose of complementary, where the qualitative findings in Phase 1 would further 
be clarified with the quantitative findings in Phase 2. The sequential design provided 
a guide in which the qualitative research findings were used as inputs into the 
following quantitative research. As for mixing methods. Phase 1 demonstrates the 
adoption of a mixed data analysis procedure with outcomes from the CIT being 
further refined through card sort tasks and a focus group.
Mixed method research is still evolving as researchers continue to resolve and 
explore important issues in even basic concepts such as defining or conducting this 
type of research (Tashakkori & Creswell, 2007). Morse (2003) emphasized that 
despite all the advantages of mixed methods, a research that combines different 
methodology has risks. The risks of mixed method design relate to combination of 
paradigms, epistemology or ontology leading to loss of disciplinary base and 
theoretical purpose. However, Tashakkori and Teddie (2003) indicated that 
researchers adopting this method were more interested in their own research 
questions as opposed to discussing the complex philosophical issues of research 
methods, which was indeed the main focus of this research.
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3.3. Phase 1: Identification of the leadership effectiveness criteria
The main purpose of Phase 1 was to identify the leadership effectiveness 
criteria as the first part of this criterion-centric approach to validation study. In line 
with the research hypothesis 1 (p. 76), this set out to determine how an existing 
performance and competency model can be validated conceptually against existing 
validated models, in particular the Great Eight and the Saville Wave Model. The 
findings of this phase ultimately then provided the input for the second phase of the 
research.
As an overview, the first stage, involved a critical incident technique (CIT) 
interview, focused on eliciting concrete examples of effective and ineffective 
leadership effectiveness behaviours. Followed by the second stage of producing 
relevant themes based on the behavioural indicators collected from the critical 
incident using a card sort task methodology. The last stage attempted to finalize and 
develop the findings into a leadership effectiveness criterion model with focus group 
discussion.
Critical Incident Technique (CIT) 
The Decision for CIT
The American Institute for Research (1998) defined CIT as a ‘set of procedures 
that systematically identify behaviours contributing to the success or failure of 
individuals or organisations in specific situations’ (cited in Stitt-Gohdes, Lambrecht 
& Redmann, 2000, p. 61). The CIT has become a widely used qualitative research 
method and is acknowledged as an effective exploratory and investigative tool 
(Chell, 1998).
The study adopted this approach because the epistemological process of the 
CIT provides qualitative descriptive data about real-life accounts (di Salvo, Nikkei, 
& Monroe, 1989). This means that the incidences captured in a CIT are actual 
behaviours that can include any influences of cultural aspect (Gall, Borg, & Gall, 
1996). Chell (1998) indicated that the objective of CIT is to gain an understanding 
of the incident from the perspective of the individual, taking into account cognitive.
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affective and behavioural elements. Adopting this technique enabled the researcher 
to capture concrete examples of effective and ineffective leadership behaviours 
within the organisation as perceived and experienced by the staff.
Another important consideration in adopting CIT relates to the reliability and 
validity of the methodology. Butterfield et al. (2005) reviewed CIT studies from a 
50-year period and found that research of CIT commonly cite Andersson and Nilsson 
(1964) or Ronan and Latham (1974) study when referring to reliability and validity 
of CIT. Both studies concluded that the reliability and validity of CIT method was 
justifiable and satisfactory. However, Butterfield et al. (2005) raised concerns about 
a lack of literature on a recommended way to establish trustworthiness and 
credibility of CIT findings. In their review, the researchers highlighted some 
approaches that have been adopted in CIT studies that uphold Flanagan’s 
conceptualization of CIT and of qualitative research in general. Reliability and 
validity of the CIT are critical determinant of the success of the study; specific 
measures were adopted to address the issue, which will be described later in the 
chapter.
In addition, Chell (1998) pointed out that another advantage of CIT is that the 
procedure enables the researcher to look for commonalities in themes across multiple 
sites, which increase the generalizability of the findings. In the analysis stage o f the 
CIT, the researcher is required to relate context, strategy and outcomes and look for 
repetition of patterns, thus enabling the researcher to make the connection between 
context and outcome, which would be useful in understanding the issue. This 
generalizability has been demonstrated by the findings in areas such as management 
tactics for handling difficult situations (Chell, 1998). This notion gives confidence in 
adopting such procedures of investigating the criterion domain in this study, given 
that the research setting is confined to one particular organisation.
Kline and Sulsky (2009) indicated that the CIT ‘provided an inductive, bottom- 
up process to the identification of performance dimensions and performance 
standards development’ (p. 163). This ‘bottom-up’ approach in identifying criterion 
differs from the identification of competency models, which are usually determined
85
using an opposite approach of ‘top-down’ process. In a top-down process, the 
deductive approach integrates the organisational values and missions into 
performance dimensions and expectations (Sulsky & Keown, 1998). As mentioned 
in the literature review, one of the assumption that Hollenback and McCall 
questioned relates to the distinct feature of competency model as the framework links 
to organisational objectives and strategies that and future oriented focus in defining 
competencies (Campion, Fink, Ruggeberg, Carr, Phillips & Odman, 2011). 
Therefore, a bottom-up approach of identifying competencies, allows the researcher 
to discover effective leadership behaviour without any preconceived framework.
The literature review highlighted that in determining dimensions of work 
performance using competency models, studies have adopted critical incident 
technique and a more popular variation of the method; behavioural event interviews 
(BEI) (e.g., Boyatzis, 1982, Cheng, Dainty & Moore, 2005; Dreyfus, 2007). BEI is 
an adaptation of Flanagan (1954) critical incident technique introduced by 
McClelland (1973). Both methods’ objectives are similar as both attempts to identify 
competencies based on the recollection of ‘behavioural events’ or ‘critical incidents’ 
in which interviewers attempt to capture the thinking behind the actions in the 
incident described by respondents. The organisation in the research had a 
competency model in placed developed using the behavioural event interviews 
(BEI). Details of the competency model and development are discussed later in this 
chapter in the research organisation section. This therefore led to another reason for 
adopting the CIT as a research methodology.
With the right approach in executing the CIT, the method can facilitate the 
investigation of significant occurrences (events, incidents, processes or issues) that 
encompasses concrete indicators of effective or ineffective leadership behaviours for 
this study.
Background
The critical incident technique (CIT) developed by Flanagan (1954), initially 
used to determine job requirements, but he also highlighted that the CIT can be used 
in other areas. Previous research using CIT includes studies relating to leadership for
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example, behaviour descriptions of leadership (Van Fleet, 1974), developmental 
experiences from exemplary leaders (Finch et ah, 1991, cited in Stitt-Gohdes et ah, 
2000) and leader and subordinate interactions (Cunha, Cunha, & Rego, 2009). In 
fact, the CIT has also been used widely in other disciplines, such as service 
industries, nursing, marketing, counselling, and education and training (Butterfield, 
Borgen, Amundson, & Maglio, 2005).
Creswell (1998) described CIT as a research that takes place in a natural 
setting, where the researcher is the key instrument of data collection, and where data 
are collected as words through interviewing, participant observation, and/or 
qualitative open-ended questions; the data analysis is done inductively by focusing 
on participants’ perspectives. These are some of the operational issues discussed 
further in this chapter.
Procedures
The CIT is emphasized to be a procedure that is flexible and can be modified to 
meet the requirements of specific situations (Flanagan, 1954; Van Fleet, 1974; 
Schluter, Seaton & Chaboyer, 2008). Schluter et al. (2007) highlighted that these 
modifications can be made in the methodology of collecting the data or in the data 
analysis procedures. In addition, the procedure undertaken with CIT can vary 
depending on the investigator conducting the research (Van Fleet, 1974). This was 
the case in this research project as shown in the set of studies involved in Phase 1.
CIT five steps. In an effort to ensure the objectivity of the research, the five 
major steps indicated by Flanagan (1954) were taken into consideration to guide the 
procedure in this phase of the research. The steps taken into consideration include: 1) 
ascertaining the general statement of objectives/purpose of the activity being studied;
2) plans and specifications that provide a functional guideline for conducting the 
study; 3) collection of data; 4) analysing results; and 5) interpreting and reporting. 
The following discussion focus on the five steps, providing the details and examples 
of research in the past that have adopted this methodology. References to these 
studies support the procedures undertaken by the researcher in carrying out the
87
research. The chapter will elaborate further the specific details on the implementation 
of the methodology.
S te p  1 : G e n e r a l  p u r p o s e
Flanagan (1954) stated that the first step in CIT involves formulating the 
purpose, which determines the functional description of the procedure. The 
identification of the study’s purpose influences the subsequent activities involved, 
such as data collection and data analysis.
For this study, the CIT methodology adopted in this phase aimed to investigate 
leadership effectiveness behaviours in the research organisation context.
S te p  2 :  P la n s  a n d  s p e c i f ic a t io n
The next step of CIT involves determining the types o f situations to be 
observed, the relevance and understanding of the extent of the incidences on the 
general aim, and also deciding who would be making the observations (Flanagan, 
1954).
Sample. The research focused on the leadership effectiveness demonstrated by 
executive employees in the organisation. Individuals holding an executive position in 
the research organisation are required to demonstrate leadership competencies in 
delivering results. In order to tapped into the effective leadership behaviours 
demonstrated by these executives, a representative sample of the employees in the 
organisation were interviewed using the CIT to gain access to the incidences in 
which ‘leaders’ have demonstrated leadership effectiveness behaviours. Creswell et 
al. (2003) recommended a sample of 20 to 40 participants for qualitative research.
Topic. Participants were asked about their personal experiences of incidences 
with individuals in the organisation whom they defined as leaders and had 
demonstrated either effective and ineffective leadership behaviours. Hughes (1993) 
found that using the CIT can typically generate context-rich descriptions of the 
situation, the leader’s behaviour and the impact of the leader’s actions on others. In
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Hughes’s (1993) research, the study adopted CIT asking subordinates, peers, or 
superiors to describe an incident in which a leader did a particularly good or bad job.
Interviewer. The researcher in the study was the sole interviewer conducting 
the CIT interviews. In this case, the researcher/interviewer is also an employee of 
the research organisation. However, even though the interviewer has prior 
knowledge of the issue that is being studied, the situation is to the study’s advantage, 
as it enabled the interviewer to gain deeper understanding of the participants’ 
accounts and strengthen arguments (Schluter, Seaton, & Chaboyer, 2008). This can 
be achieved because the interviewer can assist the participants to be as specific as 
possible in describing the incident recalled as the interviewer can engage in a more 
interactive manner when probing the details of the incidences.
S te p  3 :  D a ta  c o lle c t io n  -  C I T  I n te r v ie w s
In gathering the critical incidents, CIT initially used a direct observation 
technique. Later, research using CIT used self-reporting of retrospective accounts 
that include methods such as questionnaires and interviews (Butterfield et al., 2005). 
The advantage of interviews over other methods is that they provide a greater 
opportunity for discussion (Schluter et al., 2008). This gives the 
researcher/interviewer an opportunity to access the incidences on a deeper level.
Stitt-Gohdes et al. (2000) also recognized that while the interview technique is 
a good tool to explore and gather information, the quality of such a technique is 
reliant on the interviewer. In their study, the researchers prepared the interviewers 
with an instructional booklet that included techniques and tips on preparing, 
beginning, conducting and concluding the interviews. Similarly, for this research, 
which adopted interviews as the method of collecting data, the interviewer went 
through several preparations, which included a pilot run, and also an interview 
schedule to facilitate the interview discussion. Potential problems included 
recollection of incidents varying from one to another or respondents not opening up 
in the interview session.
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In preparation for the data collection, the criterion for accuracy based on the 
quality of the incidents recounted were made aware to the interviewers (Butterfield et 
al., 2005). As a basic requirement, Flanagan (1954) recommended that incidences 
collected must be clearly reflective of both extremes that is, effective or ineffective 
incidents so that participants recalled the details easier and distinguishable from any 
standard incident. Flanagan (1954) also highlighted that they must be full, clear and 
detailed.
Furthermore, in ensuring the accuracy of the data, Chell (1998) indicated that if 
assurances of confidentiality and anonymity must be given to the interviewee, then 
he or she are able to recall the ‘critical’ incidences in a relaxed and ‘context rich’ 
manner, having specific focus only on the incident. These conditions were addressed 
in the implementation of the methodology.
Table 3.2. Summary of the advantages and disadvantages of using critical incidents 
interviews.
Advantages Disadvantages
Detailed account of the incidents - taking 
into account cognitive, affective and 
behavioural elements
Dependent on the individual recollection 
of the incidents -  reliability issue
“Bottom up” approach -  no framework 
imposed
Definition of critical incident to the 
participants may not be the same
Both extremes of events; e.g., effective 
vs. ineffective leadership behaviour
Does not capture common events -  day 
to day work
S te p  4 :  D a ta  a n a ly s is
One of the distinguishing features of the CIT is the categorization or the 
classification process in the data analysis, which is not often, described by 
researchers in their data analysis procedures (Butterfield et al., 2005). Flanagan 
(1954) indicated that ‘there was no simple rule available and the quality and usability 
of final products are largely dependent on the skill and sophistication of the 
formulator’ (p. 344). Flanagan (1954) acknowledged that the data analysis in the CIT 
is less objective than the other methodologies. In fact, this stage has been recognized 
as the most difficult step, because the interpretations are more subjective than 
objective (di Salvo et al., 1989). However, the advancement in qualitative
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methodologies and standards has made it possible to impose appropriate criteria for 
rigour (Schluter et ah, 2008).
Inductive process. Like many other qualitative methods, the CIT often adopts 
an inductive data analysis procedure (Chell, 1998; Polit & Beck, 2004). Previous 
studies (e.g., Ferguson, Kerrin & Patterson, 1997; Hamlin & Cooper, 2004; and 
Robinson, Sparrow, Clegg & Birdi, 2007) adopted this inductive procedure for data 
analysis of CIT by starting with clustering a small sample of incidents into groups. 
Based on the brief definitions that are made on the piles, additional incidents are 
classified into them. Redefinition of the categories and the development of new ones 
are part of the procedure. Finally, the level of generality-specificity of the categories 
is selected. The categories are then given generic titles that are representative of the 
entire group. Chell (1998) emphasized that the emergence of categories -  or for it to 
progress to a theory -  can only be formed after the accumulation of enough evidence 
from the data collection. As an example, in Ferguson, Kerrin and Patterson’s (1997) 
study, the researchers highlighted the involvement of SMEs who were involved in 
editing the key statement of listings. The study repeated the process until they 
reached consensus and there were no more than eight to ten groupings of constructs.
In relation to the categorization of the data, Schluter et al. highlighted that 
having coding categories upfront is helpful when sorting out a large amount of 
complex and intertwined data that are derived from the wide variation of incidents 
collected in CIT. Schluter et al. explained that this can be helpful in the first step of 
interpretation and also makes the data more manageable, enabling a sufficient depth 
of analysis. As for the appropriate number of categories, researchers have defined the 
number based on the research; for example. Van Fleet (1974) asked subjects to 
classify according to the four categories of the four factor leadership theory that was 
used in the research.
Creswell (1998) said that in qualitative research, researchers combine more 
than one method of inquiry, but essential to have full knowledge and understanding 
of each of the methods being utilized and the extent to which they were similar to or 
different from one another. In line with the multiple approach of inquiry, the data
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analysis procedure of this research deployed a card sort task and focus group to 
process the critical incident interview data collected. Figure 1 in Chapter 1 
highlighted the outcome and also sample of each stage of these procedures.
Card sort task
The CIT interviews elicited incidences of effective and ineffectiveness 
leadership behaviour in the organisation. The study needed to adopt a procedure that 
process and examines the incidences as part of the data analysis for the CIT 
procedure. The research literature explained that CIT data analysis as a procedure 
that must address categorization of incidences into more manageable categories that 
capture the leadership effectiveness (e.g., Chell, 1998 and Ferguson et al., 1997). In 
this case, the study used a card sort task as the first part of the data analysis 
procedure for the CIT data.
The card sorting task is a qualitative technique that involves a categorization 
task. The technique originated from Kelly’s Personal Construct Theory and is based 
on the belief that despite the differences in the way people categorize the world, there 
are commonality that enable understanding of each other but enough differences to 
make people individuals (cited in Fincher & Tenenberg, 2005). The card sort 
technique has been used to examine conceptual similarity as well as the categorical 
organisation of concepts by groups of individuals (Neufeld et al., 2004). Buhdwar 
(2000) stated that the card sort task has been used for a long time in psychology, 
mainly to produce similarity matrices or to assign weightages to different items. 
Furthermore, this procedure allows the exploration of the categories and 
classifications that are used by individuals or groups in a given context (Canter, 
Brown & Groat, 1994).
The card sort task has also been a popular technique in dealing with 
categorization of data, mainly because of the advantages of the procedure. In a study 
using a visual card sorting technique, Santos (2006) found that the technique was 
quick to administer, not intrusive and less irritating for participants to complete. 
Similarly, Whaley and Longoria (2009) indicated that the ease of administration, 
where there is ‘low susceptibility to experimental demand characteristics, [and]
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economy in handling a large number of objects or stimuli’ (p. 105), had led to the 
high number of researchers adopting this technique.
The procedure of conducting a card sort task begins with extracting the 
behavioural indicators from the incidents collected from the CIT interviews. In the 
data analysis procedure adopted by Van Fleet (1974), he described a similar step, in 
which the incidents collected were condensed into short sentences or behaviour 
specimens. In this study, the effective and ineffective indicators that were extracted 
from the interviews were then put individually on cards for a card sort task.
This is followed by respondents being asked ‘to partition a set of inter-related 
objects or terms into different groups on the basis of their “similarity”, “relatedness”, 
or “co-occurrence”’ (Rosenberg & Kim, 1975, cited in Whaley & Longoria, 2009, 
p. 106). The objective of this task was to reduce the large number of indicators to a 
smaller and more manageable number. Similarly, Santos (2006) asked the 
participants to sort the elements into groups based on the commonality of elements, 
while Gammack (1989) mentioned that the grouping of items can be causally related 
or it may reflect a physical or conceptual dependence. In doing the card sorting, the 
cards can be grouped using higher-order and lower-order clustering (Santos, 2006).
The data analysis involved in the CIT as described by Flanagan (1954) 
established the tentative categories and included a brief definition of the data. This 
card sort task facilitated the outcome of data analysis as described by Flanagan 
(1954). From the grouping of the indicators and after the clusters were explored and 
interpreted, the classifications of the cards were given using descriptive labels that 
encapsulated the essence and meaning common to all of the behaviours in each 
cluster (Hamlin & Cooper, 2005). In line with this, Fincher and Tenenberg (2005) 
described in their open sort research that the subjects involved in the sorting were the 
ones that had generated their own terms in naming criteria and categories, rather than 
the researcher.
It can be observed that data analysis procedures of CIT and the card sort task 
procedures described in previous studies have similarities. Both procedures involve
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an inductive approach in which data are evaluated and assigned to groups or 
categories. Therefore, the usage of card sort tasks enabled a more structured and 
practical manner of analysing the data extracted from the CIT interviews.
Focus group
The study adopted the focus group as another procedure to complement the 
card sort task as part of the data analysis. The card sort task outcomes produced 
preliminary categorization of leadership effectiveness behaviours. However, the 
study involved another step in the data analysis to finalize the criterion framework. 
In this case, the study adopted a focus group to determine the final criterion model of 
leadership effectiveness for the study.
Morgan (1996) defines focus groups as a research technique in which a 
researcher collects data based on the group interactions for a given topic. 
Furthermore, Millward (2006) explains that the focus group differentiates itself from 
other group interviews based on the fact that the discussion is ‘focused’ that is on an 
external stimulus and also ‘relatively staged’ by a moderator (in Breakwell, 
Hammond, Fife-Schaw and Smith, 2006). Gibbs (1997) indicated that a feature of a 
focus group is that it can be an organised discussion, collective activity, social event 
and interaction. Given that the previous card sort task involved more than one group, 
the study adopted this methodology to pull together the outcome of the previous 
methodology and finalize the criterion domain of leadership effectiveness.
Finalizing the leadership effectiveness criterion domain using this focus group 
approach was similar to other studies that developed generic competency framework, 
as it involves the identification of the competencies and clustering them into sets of 
competencies that formed the competency model (Bartram, 2004). Focus groups 
have been used in the past to determine competencies of a job or role such as, human 
resource professionals (Graham & Tarbell, 2006) and managerial performance 
(Cheng, Dainty & Moore, 2005).
Focus groups as a qualitative technique produces information more quickly, are 
easier to administer and cost less (Seal, Bogart & Ehrhardt, 1998) in comparison to
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other methodology such as one-on-one interviews, the group interactions involved in 
focus groups are an important strength. Vogt, King and King (2004) indicated that 
one of the strengths of focus groups is the ability of the methodology to allow the 
researchers to learn the meaning of a construct from the perspective of the group in 
the study. The researchers explained that the group allowed participants to respond 
not only to the moderator’s questions, but also to the comments provided by other 
participants. Morgan (1996) described the outcomes of focus groups as a sum of 
separate interviews. Also, focus group interactions encourage participants to discuss, 
question and comment on the participants’ experiences and personal perspectives 
(Krueger, 1994). Thus, many researchers have agreed that this methodology was 
useful in identifying issues and themes in areas where previous research was lacking 
(Fontana & Frey, 2005). Therefore, this method would be relevant to this research 
project as it examines leadership effectiveness which has been highlighted in Chapter 
2 as a complex issue.
Morgan (1988) suggested that a focus group with six to ten participants was a 
‘moderately sized’ group. Fern (1982) examined both the quantity and quality of 
ideas generated from focus groups that were moderated or unmoderated, eight vs. 
four participants, and participants who were acquainted or strangers, and found that 
the quality of ideas generated had no significant differences across the conditions. 
Seal, Bogart and Ehrhardt (1998) indicated that focus group had greater quantity of 
ideas in comparison to individual interviews.
As for the moderator, Krueger (1998) emphasized the use of a group moderator 
‘well-informed of the goals of the research project, skilled in moving the discussion 
through the major topic areas, and able to engage all participants’ (cited in Vogt et 
al., 2004, p.236). On this basis, the researchers in this research project were selected 
as the moderators for the focus group, but with an awareness of the potential bias that 
they might introduce.
The execution of the focus group had been based on previous research. 
Ashbury (1995) outlined that the focus group procedures firstly involve recruiting 
participants. She highlighted that it was essential to recruit participants who had
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common experience that was central to the research focus. In line with this notion, 
Morgan (1996) highlighted that the group-level decisions should be determined by 
the group dynamics that would best facilitate a productive discussion.
The second step of a focus group, as highlighted by Ashbury (1995), is related 
to the preparation of the focus group. She included logistic matters (e.g., location, 
recording), an interview guide and probing questions. Wibeck, Dahlgrem and Oberg 
(2007) indicated that the discussion of a focus group is framed or focused. Therefore, 
the study utilized an interview schedule/guide in facilitating the discussion.
The procedure in this research involved an additional level of analysis given 
the outcomes of the card sort tasks in which three groups were involved. On this 
basis, the study required another method to finalize the data analysis. In this case, 
the study adopted the focus group discussion that examined the card sort task 
outcomes. This meant that the focus group pulled together the data analysis done so 
far and determine the final leadership effectiveness criteria for the organisation.
To reiterate, the purpose of the data analysis in the CIT step had been to create 
a categorization scheme that summarizes and describes the data in a useful manner 
without undermining the comprehensiveness, specificity and validity (Butterfield et 
al., 2005). The card sort task and focus group conducted as part of the data analysis 
achieved the required categorization purpose. In ensuring the comprehensiveness, 
specificity and validity, Flanagan (1954) mentioned that one must determine the 
frame of reference of describing the classification of incidents, category formulation 
and the most appropriate level of specificity-generality that is used in reporting the 
data. The procedures using the card sort task and focus group described above 
recognized the potential loss of information in the data reduction process that took 
place. These matters were taken into consideration in the execution of the card sort 
task and focus group and also in discussing the outcome of the data analysis.
S te p  5 : I n te r p r e t in g  a n d  r e p o r t in g
Flanagan (1954) explained that this final step of the CIT relates to 
acknowledging and reporting the limitation in order to avoid faulty inferences and
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generalizations. He suggested that this can be done by referring back to the previous 
four steps of the CIT and explicitly acknowledging where biased researchers could 
have played a role in the procedure or decisions made.
Flanagan (1954) also highlighted that the reporting of CIT should emphasize 
the value of the findings by making evaluations of the contribution to a general or 
specific example. Also, in determining the conclusion from any qualitative study, 
Stitt-Gohdes et al. (2000) highlighted that it was essential to interpret the findings 
with consideration of both the initial research questions and the conceptual base of 
the study. Henceforth, in completing this final step of the CIT for this study, the 
study discusses the limitations and value of the contribution in the discussion section 
of the Phase 1 in the following chapter.
3.4. Phase 2: Criterion-centric approach to validation
The Phase 1 provided the criterion framework of leadership effectiveness for 
the study. As part of the criterion-centric approach, the study used the criterion 
framework to determine the appropriate measures and also linkages for a subsequent 
validation study conducted in Phase 2 of this study.
After identifying measures relevant to the established criterion framework, the 
fundamental element of a criterion-centric approach to validation is formulating a- 
priori hypotheses of the links between the predictors and the criteria that are involved 
(Bartram, 2004). These relationships are based on the relevancy of the predictors and 
criteria, as opposed to being associations that are left to chance (Bartram, 2004; 
Warr, 1999).
In executing such an approach, several steps and considerations were 
incorporated into this study based on past research on validation study. Firstly, the 
discussion of this part focuses on the selection of predictors and criteria measures 
that have been used in previous researches that were similar in nature. This is then 
followed by a discussion of the procedure for matching of the predictors and criteria 
subsequently used to formulate a-priori hypotheses.
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Predictors and criteria measures
Guion (1961) and Pulakos et al. (1988) stated that in determining predictor- 
criterion linkages, homogenous predictors and criteria were ideal for validation 
research. However, Pulakos et al. indicated that this was rarely the case in practice, 
as predictors and criteria are often developed separately. This led researchers to rely 
on the usage of the performance ratings as the criterion measure, as this data was 
found to be easily collected. Studies of predictor-criterion linkages can include other 
kinds of criteria, such as work sample/task proficiency measures or job knowledge. 
However, Viswesvaran, Schmidt, and Ones (2002) found that job performance 
ratings remain the most common criteria for validation studies.
In reference to research in the past that adopted the same approach to 
validation, the predictors and criteria that were used for validation purposes included 
a number of different measures on both sides of the predictor-criterion dimensions. 
For example, Bartram (2004) involved several different predictors and criteria 
instruments for their validation study of the Great Eight competencies. The 
predictors for the Great Eight competencies were derived from self-report personality 
measures i) Occupational Personality Questionnaire (OPQ), ii) OPQ Concept Model, 
iii) Customer Contact Styles Questionnaire (CCSQ), iv) Work Styles Questionnaire 
(WSQ) and v) ability test (verbal and numerical reasoning), while the criteria 
measures for the Great Eight competencies were obtained from raters that had used 
competency rating instruments that were standardized i) Inventory of Management 
Competencies (IMC), ii) Customer Contact Competency Inventory (CCCl), iii) Work 
Styles Competency Inventory (WSCl) and iv) client competency models.
Another example -  Robertson and Kinder’s (1993) research involving meta­
analysis of personality and job competence -  examined the OPQ predictor with 
criteria measures that were sourced from numerous studies with different 
occupations and settings (total of 111 criteria from 8 studies). In dealing with all of 
these criteria, the authors determined a standard set of criteria derived from the 
research sample based on the conceptual and semantic similarities. The subjects of 
the study and practitioners consulted with each other and concluded twelve criteria 
for their study.
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The studies above have demonstrated that predictor and criterion measures can 
be singular or a combination of measures. This research has also incorporated 
different types of predictors and criterion measures, which will be discussed later, in 
Chapter 5 of the thesis. When dealing with a predictor and criteria in a validation 
study that is not homogenous or that involves more than one type of measure, 
making specific and valid linkages between the predictor and criteria would be a 
critical procedure for the criterion-centric approach.
Mapping of predictors and criteria
The study required a procedure to execute the mapping of criteria and 
predictors given the different measures involved against the criterion of leadership 
effectiveness model identified for this study and also the linkages between the 
measures. In carrying out the matching procedure, the study considered operational 
details involved in mapping predictor-criterion that have been discussed in previous 
studies. The mapping is necessary to establish transparency and rigour, which 
without the mapping leads to matching solely based on opinion, and thus very 
subjective.
Robertson and Kinder (1993) study was one of the earlier studies that had 
explicitly examined the predictor-criterion linkages using methodological rigour. 
Their study involved a mapping exercise between predictors and criteria measures. 
The researchers recruited independent individuals experienced as personnel 
practitioners with the OPQ measure to determine the matching of the OPQ scale with 
the twelve criteria. The individuals were asked to evaluate the relationship based on 
the relevancy between the predictor scales and the criteria on a four-point scale (zero 
= irrelevant, three = strongly predicts successful performance on this competence). 
The study involved the completion of the same tasks by five psychologists. Based on 
these findings and the expert ratings, the final a-priori hypotheses were generated. 
The researchers argued that the involvement of different individuals enabled more 
agreement on the underlying theoretical perspectives. Later, two researchers 
independently re-examined disputed pairs of predictor-criteria that were resolved
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between them with an inter-rater reliability agreement of 79 per cent, where the 
second author made the decision for any unresolved disagreement.
In elaboration on Warr (1999) mentioned in Chapter 1 (see section 0), he took 
the mapping procedure one step further by proposing a systematic examination of the 
predictor-criteria relationship, which is referred to as the logical judgment method. 
He outlined the methodology that was adopted to examine the relationship between 
the OPQ and IMG scales that were used in his study. He included descriptions of the 
combination of predictor-criteria pairs, the rating scales used, and how the scores 
were finalized before the concordance matrix was drawn up. This provided detailed 
guidance on conducting a mapping exercise for predictor-criteria pairs and was 
adopted in this research.
Overview. Warr (1999) described the logical judgment method to be a mapping 
of predictor-criterion based on the evaluation of conceptual concordance that is, by 
determining the logical implication between the predictors and the criteria. Logical 
implication refers to the extent to which the presence of one construct lead to the 
consequence of it in the presence of another construct based on the definition (Warr 
and Pearce, 2004). The evaluation determines conceptual overlap focused on 
mapping predictor-criteria, rather than empirical covariation that is, without 
considering whether the two concepts are found together in practice.
Level o f  analysis. According to Warr (1999), the conceptual overlap can be 
examined at three separate levels: ‘labels’, ‘definition’ and ‘actual items responded 
to’. Warr (1999) highlighted that the assessment of the logical implication needs to 
be examined at a level beyond that of just ‘labels’. Warr and Hoare (2002) did the 
matching in their study for the pairing of 16 CCSQ personality scales and the 16 
CCCl behavioural scales, where raters of the conceptual overlap exercise were given 
all the questionnaire items.
Questionnaire. In examining the predictor-criterion relationship, Warr (1999) 
suggested that the conceptual overlaps should be assessed for all of the possible 
combinations of the predictors and criteria involved. He indicated that this
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assessment of bidirectional implication allowed the increase in sensitivity and 
accuracy of the overall measure of concordance. In his study of the OPQ and IMG 
scales, a total of 480 pairs were examined (30 and 16 scales respectively), including 
reverse implication resulting in 960 pairs. Similarly, Warr and Hoare (2002) 
examined the conceptual concordance based on all of the possible combinations of 
the two measures: the 16 CCSQ personality scales and the 16 CCCl behavioural 
scales, totalling 256 personality-behaviour pairs and 512 pairs in both directions.
Raters. In terms of the raters for evaluating the predictor-criterion pairs, 
researchers that have included a similar procedure such as Pulakos et al. (1988) 
involved seven personnel psychologists who were unfamiliar with the research 
results and who did not participate in the development of the predictors or criteria 
used in the research. Other researchers, including Warr (1999), used two assessors 
who were unfamiliar with the pattern of empirical intercorrelations.
In examining the predictor-criterion pairs, Warr and Pearce (2004) also 
indicated that it was important for the judgments made to be open to scrutiny, 
permitting other researchers’ assessments of the classifications made. Hurtz and 
Donovan (2000) coded the potential moderators of the relationship between the Big 
Five and job performance independently to ensure accuracy and completeness of 
coding. The divergent ratings were discussed until agreement about the proper 
coding of the study in question were achieved.
Rating scales and scores o f  conceptual overlaps. Warr (1999) explained that 
the assessors rated the conceptual level on a scale of zero (0) to four (4). The ratings 
given can be of either positive or negative values or a value of zero, indicating no 
implications. A positive rating of logical implication means that the construct has a 
direct relationship with the matched construct where, as one increases, the other 
construct also increases. On the other hand, a negative rating indicates an inverse 
relationship for the matched pair. This is to say that, as one construct increases, the 
implication would be in the opposite direction on the other construct.
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When involving bidirectional pairs, the overall implication is determined by 
the aggregation of the value of logical implication of the ratings in both directions. 
The final scores were used to develop the conceptual concordance matrix that 
enabled the researcher to hypothesize the relationship between the predictor and 
criteria for example, that higher levels of conceptual concordance were associated 
with higher average empirical correlations, which would subsequently be 
demonstrated in the research. Warr (1999) found that personality scales were 
associated significantly with rated job behaviours for predictor-criterion pairs whose 
conceptual concordance exceeded a threshold of +/-2 on the continuum.
Inter-rater reliability. Another aspect that also needs to be addressed in studies 
of evaluating predictor-criterion linkages is the inter-rater reliability. Previous studies 
that had matching procedures have used the Cohen’s (1960) kappa (e.g., Hubert, 
1977; and Hogan & Holland, 2003) or the intra-class correlation coefficient analyses 
(ICC). A higher value of kappa/correlation coefficient indicates a higher level of 
agreement and, ultimately, in these kinds of research, an acceptable level of 
agreement would be deemed necessary for the next step of the research. Pulakos et 
al. (1998) used an inter-rater reliability of .69 to .94, while Warr (1999) used a .74 
inter-rater reliability. Warr found that agreement was very high, with only 2% (11 of 
480 pairs) of the concordance ratings differing by more than 1 point on the 17-point 
scale between -8  through 0 to +8.
Example. Replicating the logical judgment method, Bartram’s (2004) criterion- 
centric approach to a validation study of the Great Eight competencies combined 
several matching procedures for different measures used in the study. He involved 
three SMEs who evaluated the relevancy of each possible relationship between the 
scales and the 112 components of the Great Eight competencies, and the predictors 
and criteria measures. The SMEs assessed the association on a zero (0) to four (4) 
scale (0 meant not relevant while 4 meant highly relevant). Upon agreement between 
the SMEs, the relevancy ratings between the ranged -4  to +4 in were reproduced in a 
large matrix for each of the components of the Great Eight competencies. Also, for 
the study sample that did not use the competency rating instrument, two SMEs did a 
post-hoc matching between the Great Eight competencies and the client’s
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competency models. The SMEs examined the content and definitions of the 
competencies from the client model and the level of the matching at the twenty 
dimension level of the Great Eight competencies rather than the 112 components in 
the model. This was mainly due to the limitation of the competencies for a more in- 
depth examination of the 112 components with the competencies from the client’s 
model. In this study, a similar scenario was encountered, as the research involved an 
existing organisation’s competency model among other predictors and criteria 
measures, all of which had different structure and level of analysis.
Adopting the logical judgment method following the procedures described by 
Warr (1999), and with consideration of the operational practices in previous research, 
enabled the determination of the conceptual concordance of the relationship between 
predictors and criteria measures involved in a standardized manner. This 
methodology provided clear a-priori hypothesis testing of related concepts of criteria 
that were being compared.
Composite of scales as measures
Besides addressing the predictor-criterion measures and relationships, the 
validation study involved usage of composite predictor-criterion scales as measures 
for the criterion domain. The validation study of the Great Eight by Bartram (2004) 
demonstrated the usage of composite scores from the predictor-criterion scales as a 
measure of the Great Eight competencies. The composite scores for each competency 
were obtained from these predictor and criteria instruments on the basis of the 
relevancy between the individual scales within the measure and the competencies of 
the Great Eight.
This concept of composite scores as measures can also be seen in the four 
dimensions of the SHE Corporate Leadership Model, where each dimension is 
represented by a specific pair of Great Eight factors. The measurement of leadership 
based on this model was done by an aggregation of the Great Eight competencies 
into the four higher order constructs.
103
Another example of the usage of composite scores as measures was shown in 
the validation of leadership performance based on Saville Consulting WAVE® 
Types with the SHE Leadership Functions. These two models were developed based 
on different frameworks with different levels of detail between the models: Saville 
PS with 108 facets, and OPQ with 32 scales. Therefore, the researcher generated 
‘WAVE® emulated composites’ that correspond to the relevant OPQ scales based on 
the magnitude of the conceptual concordance which were established in the logical 
judgement method of the 108 facets from the Saville PS with the 32 scales of OPQ. 
Three facets that obtained the highest ratings of conceptual concordance were 
identified as the most relevant WAVE® emulation composite predictors. Two SMEs 
resolved any tied ratings between the scales based on consideration of content 
validity.
One of the reasons behind using composite scores was demonstrated by 
McHenry et al. (1990). They found that scores from the 74 predictor tests used in 
their research were substantially intercorrelated and suggested that using composite 
scores that is, combining into twenty-four predictor composites, would be more 
reliable and exhibit less multicollinearity than any of the individual scores. The 
composites were formed by summing unit weighted standardized scores; the 
procedure was done before predictor-criterion relationships were calculated.
This procedure of aggregation is similar to those practised in research in the 
past, such as Musek’s (2007) Big One factor. In fact, Robertson and Kinder (1993) 
found that in a composite measure, the best single scale within the composite scale 
correlated more or less the same as the composite. Barrick and Mount (1991) also 
found that the validity of personality dimensions was better estimated by combining 
scales into a composite measure, as opposed to the averaging of various scales 
methods (Robertson & Kinder, 1993).
Therefore, as the research involved the identification of a criterion domain in 
the absence of its own developed predictor-criterion measures, the aggregations of 
assigned scales of the predictor-criterion measures represented the criterion measures 
applied in this research.
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3.5. Research setting
This section focuses on the research setting by providing a description of the 
research context which include: i) background, ii) structure and workforce, and iii) 
human resources initiatives -  as these factors influenced the participant sampling for 
the study and may plausibly contribute to explaining the research findings. For the 
purpose of confidentiality, the organization will be referred to as '‘Organization X ’ in 
the thesis. In addition, references from the organization will be excluded from the 
reference list of the thesis after the viva voce session that may be obtained from the 
researcher upon request.
Background
The research took place in a government-owned statutory body where the 
initiatives and efforts have an impact on the economy and financial stability at a 
national level. The organisation mandates and functions relates to the economic and 
financial landscape of the country.
Structure and workforce^
The organisational structure is led by a group of top management, responsible 
for the different functional sectors of the organisation. The structure cascades down 
to departmental level. Each department is headed by a Director supported by Deputy 
Directors, who are responsible for the functioning of departments. The organisation 
has a workforce of around 2,700 staff {Organisation X  Annual Report 2009; 
Organisation X  Annual Report 2010).
Basically, the job categories in the organisation can be divided into executive 
and non-executive positions. The Organisation X  Annual Report 2010 reported the 
ratio of executive to non-executive staff of 3:2. The executive job categories are 
involved in the execution of the operational, tactical and strategic roles in the 
organisation; the involvement and expected role depend on the job level of the 
member of staff. The job levels are related to the organisational structure. The 
executive job levels include: Director, Deputy Director, Manager, Senior Executive,
Sources from internal documents
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Executive and Non-Executive. Figure 3.1 demonstrates the workforce according to 
job levels.
Top IVMnaWment
m rector (3%)
Deputy Director (7%)
M anager (24%)
Senior Exec. (65%)
Figure 3.1. Organisation worlrforce according to job levels
The jobs within the organisation are also differentiated by the job families 
that is, based on the nature of work of the department. There are three job families 
within the organisation that classify the departments according to their functions and 
role. The broad job families are: Core Policy, Core Operations and Operational 
Support. The main function of Core Policy (CP) is the formulation of policy 
recommendations on core areas of the organisation. Core Operations (CO) focus on 
the execution and implementation of the organisation’s policy decisions and 
regulatory framework. Finally, Operational Support (OS) focus on the management 
and coordination of resources for the organisation’s internal organisational efficiency 
and ability to facilitate the achievement of the organisation’s desired outcomes.
Table 3.3. Organisation's workforce according to job families.
Job Family Grand Total
Core Operations 49%
Core Policy 20%
Operational Support 29%
The research project focused on the leadership effectiveness behaviours of 
the executive job categories. Individuals in these positions are expected to 
demonstrate leadership attributes.
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Human resources initiatives^
In 2005, the organisation undertook the Integrated Human Capital Management 
(IHCM) project, a major human resources initiatives that impacted the organisation’s 
human resources practices. The project’s main aim addressed the organisation’s 
human capital needs by integrating and prioritizing human resource initiatives for 
business benefits. The project undertaken with an external consultancy involved 
focused on four new pillars of the organisation’s human resources: performance 
management & rewards; talent demand; talent supply; and development. The 
deliverables for the component of talent supply included a new competency model 
based on the leaders within the organisation that underpinned human resource 
practices such as performance management, rewards, selection, succession planning 
and development. The chapter highlights a few of the initiatives relevant to this 
research project.
In-house competency model
Through the IHCM project, a new competency model replaced the previous 
ten-year-old model. The development process of the behavioural competencies 
involved behavioural event interviews (BEI) designed to understand in detail what 
the 52 senior officers (i.e.. Directors and Deputy Directors) that gauged their job/role 
experience in the most challenging situations. Also, the development of the 
competency model, commonly referred to as the ‘formula of success’, focused not 
only on past behaviours but also on anticipation of future behaviours that are 
essential to the organisation. The management of the organisation provided the 
future oriented focus when developing the competency model.
First, the organisation implemented the model to departmental directors in the 
organisation {Organisation X  Annual Report, 2005, p. 243) and subsequently in 
2006, a revised version of the behavioural competency model was implemented and 
applied to the remaining executive groups in the organisation that is, senior 
executives and managers {Organisation X  Annual Report, 2006, p. 125). These 
behavioural competencies, together with the organisation’s defined functional and 
technical competencies, were designed to foster new types of skills and work
Sources from internal documents dated year 2007
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practices in the organisation that provided greater clarity for the staff in performing 
their respective functions and also provided a ‘development compass’ in planning the 
staff development within the organisation {Organisation X  Annual Report, 2006, p. 
126).
The competency model demonstrates the leadership attributes that are expected 
from the executive workforce. This applies to all job levels with different levels of 
requirement. For research pragmatic reasons -  as the development of the 
competency model derived from a leadership background -  the study adopted the 
competency model of the organisation as a comparison reference and indicator of 
leadership effectiveness.
The competency model consists of four major clusters (see Table 3.4). Each 
cluster is underpinned by a number of competencies. The ‘inner wisdom’ cluster is 
supported by the ‘emotional maturity’ (EM) and ‘self-confidence’ (SC) competencies 
and is described as the core of the model that is intertwined with the other clusters in 
the model. The model also takes into consideration the behaviour individuals require 
to manage stakeholders - ‘stakeholder management’, which consists of four 
competencies: ‘environmental awareness’ (EA), ‘organisational understanding’ 
(OU), ‘influencing and managing stakeholders’ (IMS) and ‘leveraging on strategic 
relationships/networking’ (LSR). The competencies in the ‘leading a collaborative 
workforce’ cluster include ‘empowerment with accountability’ (EWA), ‘teamwork 
and collaboration’ (TC) and ‘teamwork leadership and alignment’ (TLA). The 
‘driving the organisation agenda’ cluster provides a unique competency of the 
organisation as a governmental body -  ‘act for greater good’ (AGG) -  as well as 
‘strategic insights’ (SI) and ‘drive for excellence’ (DFE) competencies.
The organisation competency model are similar to existing models such as 
Saville WAVE® model described in Chapter 2 (Table 2.7) in terms of structure that 
is, number of competencies with each model having twelve independent 
competencies with four clusters. Also the coverage of the model is similar as both 
models incorporate a team and ability themed clusters.
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Performance management system"*
The research required criterion measures for participants involved in the 
validation study. The study identified that one source of the criterion measures were 
performance and competencies ratings obtained from the organisation’s appraisal 
system. As these criterion measures are an important input for the research, the 
procedures involved in the appraisal system is discussed in detail.
O v e r v ie w  o f  p e r fo r m a n c e  m a n a g e m e n t  s y s te m
The organisation conducts the appraisal of staff performance on a yearly basis 
through a performance management system. The system appraises the work 
performance of all staff in which produces overall job performance ratings, 
competency ratings and weighted performance average. There are three cycles in the 
organisation’s performance management system: performance planning, interim 
review and performance review. Table 3.5 provides an overview of each cycle, 
including the activities undertaken, the different parties that are involved, and the 
timeframe.
The outcomes from the performance management system are used as input into 
almost all of the other human resources initiatives in the organisation such as; 
rewards, selection -  which includes promotion -  succession planning, and 
development. However, only the performance ratings have a direct impact on the 
monetary rewards that is, yearly increment and bonuses.
Sourced from internal documents dated year 2008
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Table 3.5. Performance Management System
Cycle/Timeframe Activities Parties involved
Performance • Discuss and agree on the job targets/ Supervisor and
planning weightage and competencies/minimum Staff
(January- level required, including optional
February) discussion on the tracking and 
performance standards of the agreed 
plan
Interim review • Monitoring and discussing progress Supervisor and
(June-July) and areas for improvement on the 
agreed plan
Staff
Performance • Discussion on the achievements for Supervisor and
review the job targets and competencies that Staff
(October- were agreed, including strengths and
November) areas for improvement and 
developmental plans
• Moderation process at departmental. Managers, Deputy
sector and bank-wide level involving Directors,
discussion on the achievement of job Directors, Top
targets and competencies 
demonstrated 
• Ratings are adjusted (where necessary) 
based on the discussion and feedback 
during the moderation process
Management
For the research, the outcomes of the performance management system; overall 
job performance ratings, competency ratings, and weighted average performance 
ratings were obtained from the organisation and used as the criterion measurement 
data for the validation study. More details of these criterion measures are discussed 
in Chapter 5, section 0.
Overview of assessment practices in the organisation
As indicated in Phase 2, the research project involved participating individuals 
from the research organisation to complete a series of predictor measures for the 
validation study. The thesis provides a description of some of the assessment and 
selection procedures in order to provide a better understanding of the participant 
sample of the data collection in this research.
First, the recruitment of new executives involves short listing, assessment and 
approval stages before the offering of the job. As a prerequisite, the staffs are
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required to have a minimum of second upper qualification and also credit in the 
English and Malay languages. In the assessment stage, the candidate completes a 
series of assessments, which include a preliminary interview, suitability profiling, 
essay writing, presentation and final interview.
Assuming that the assessment procedure in the organisation is standardized, the 
assessment procedures implies that staff participating in the sample of this research 
had the same minimum level in terms of the prerequisite second upper university 
bachelor qualification and language proficiency.
In addition, a different set of assessment and selection procedures are involved 
for other human resources purposes such as succession or promotion that are 
conducted periodically. These are factors that the research took into consideration 
when recruiting participants for the data collection.
3.6. Research approval and ethical considerations
The researcher obtained approval from the organisation’s management to 
conduct the doctoral research in Organisation X. The researcher submitted a formal 
request to one of the top management in charge of the Human Resource Management 
Department (HRMD). The management of HRMD agreed and supported the 
research with the condition that the researcher must comply with the management’s 
request that the research findings were to be used only for research purposes and no 
public disclosure of the organisation in the study. Following the approval from the 
research organisation, the researcher application to the University of Surrey Ethics 
Committee received a favourable ethical opinion to conduct the studies.
The request for both approving parties included details of the proposed Phase I 
and Phase 2. The request specified the details relating to matters dealing with 
participants. The researcher ensured that each of the participants was treated in 
accordance with the British Psychological Society’s (2006) Code of Ethics and 
Practice regulations. This included recruiting participants on a mutual agreement 
basis and allowing participants to withdraw at any point. The researcher also sought 
the informed consent from participants for different stages of the data collection. In
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the event that a participant wished to complain about the conduct of the researcher, 
they could address the researcher’s supervisor. Dr Almuth McDowall, in the first 
instance. Participants were debriefed by reiterating the objectives of the research and 
how their data would contribute to it. The researcher maintained the anonymity of 
the participants by assigning reference numbers to participants, and the findings 
described on a collective basis with no reference to individual participants in the 
findings. In terms of confidentiality of the research organisation, the researcher will 
not disclose the organisation or any specific details that can implicate the 
organisation in the final thesis (see Appendix 3.1 & 3.2).
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Chapter 4 
4. Empirical Study: Phase 1
The thesis now continues from the discussion on research methodology in the 
previous chapter to describe the first phase of the empirical research. In order to 
examine the research hypotheses (p. 77), Phase 1 adopted a qualitative approach with 
methodological and procedural considerations based on past research highlighted in 
Chapter 3. First, this chapter presents an overview of the studies involved and 
specifies the research objectives and questions for this part of the study. Then, the 
chapter presents a discussion of the procedures involved in the three stages of 
determining the leadership effectiveness criteria of the organisation follows. The set 
of studies in this phase included critical incident technique interviews, followed by a 
card sort task and finally a focus group as part of the data analysis procedure. The 
chapter provides a discussion of the findings from each method and a general 
discussion of Phase 1 findings latter in the chapter. In providing more context to the 
findings, the discussion also acknowledges potential research limitations before 
moving on to the conclusion and implications of the findings to Phase 2.
4.0. Overview
In efforts to test the criterion-centric approach to validation, the study process 
model first needed to ascertain the criterion model for the study, the research 
employed the overarching critical incident technique (CIT) described in Chapter 3 as 
the main methodology that guided the procedures in the series of studies to achieve 
the objective of this phase of the study. Basically, this phase adopted a qualitative 
approach with an inductive data analysis procedure dividing the phase into three 
stages. The researcher completed each stage before moving on to the next stage 
recruiting different groups of participants in each stage requiring them to examine 
data derived from the previous stage.
As described earlier in Chapter 3, the first stage focused on eliciting concrete 
examples of effective and ineffective leadership behaviours using Critical Incident 
Technique (CIT) interviews with employees in the research organisation. The second 
stage study comprises a card sort task with a three different groups in terms of
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background to produced relevant themes based on the behavioural indicators 
collected from the critical incident. The third stage; the final stage of this phase 
involved a focus group that examined the themes produced from the card sort task 
and determining the criteria of leadership effectiveness for the organisation.
The discussion in this chapter will elaborate the detailed research context 
(i.e., the unique characteristics and set-up of the research), participants, procedures, 
data analysis, findings and discussion of the research methodology used for each 
stage that is: i) CIT interviews, ii) card sort task, and iii) focus group.
4.1. Research objective
One of the research objectives mentioned in Chapter 2 that is, testing and 
implementing the process model of a criterion-centric approach. This in turn lead to 
the identification of the criterion domain of leadership effectiveness in a South East 
Asia context used in the research project. As part of understanding the criterion 
domain, this included a comparison of the identify leadership criterion with the 
extant literature. The literature review elicited trait theory as the theoretical 
framework of studying the criterion of leadership effectiveness (see p. 65) and also 
the notion of universality of leadership (see p.72). Thus, the main objectives of Phase 
1 included defining and establishing the components underlying the criterion domain 
of leadership effectiveness.
The research objective of this phase contribute to the overall research project 
objectives as this provided the focus on the criterion as the first part of the process 
model of the criterion-centric approach for the study.
4.2. Research questions
Based on these objectives and taking into consideration the literature review 
presented in Chapter 2 and also the methodological approaches discussed in Chapter 
3, the research questions addressed in this phase include:
i) What are the components of the leadership effectiveness criterion 
domain?
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ii) How do the above criteria of leadership effectiveness map onto the extant 
leadership literature in comparison to established leadership models and 
also the in-house competency model?
4.3. Research hypothesis
The research hypothesis developed based on the literature review with the 
objective of answering the research questions in this part of the research generated 
the following hypotheses:
Since prior research showed that the criterion domain of leadership 
effectiveness is multidimensional that is, consist of several individual criteria 
(Bartram, 2004; Mumford et al., 2000; Boyatzis, 2008):
HI: The local competency and performance model of leadership effectiveness 
comprise of several differentiated components.
Previous research literature also suggested a notion of universality of 
leadership effectiveness, meaning that it would not be affected by organisational 
settings, sectors, and cultures (Hamlin, 2004; Javindan et al., 2006; House & Aditya, 
1997):
H2: The criteria of leadership effectiveness found in the study can be mapped 
against a-priori models namely; Great Eight competency model and Saville 
WAVE Model.
4.4. Stage 1 - Critical Incident Technique (CIT) Interviews 
Research context
The first stage of Phase 1 attempted to gather the behavioural indicators of 
effective and ineffective leadership using CIT interviews conducted from July to 
August 2008. The competency model of the organisation indicated that executive job 
groups of employees were expected to demonstrate a certain level of leadership 
competence. This meant that there were observable leadership behaviours in all of 
the executive groups in the organisation at different levels of competence.
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Henceforth, the study aimed to capture the effective and ineffective leadership 
indicators based on the employees’ experiences with individuals perceived as 
‘leaders’ ranging from different executive levels in the organisation.
Participants
In order to ensure a representative sample of the organisation, the researcher 
conducted interviews with individuals from each of the different executive job levels 
and also with each of the broad job families within the organisation, focusing on their 
personal experiences with leaders in the organisation to capture the 
effective/ineffective leadership behaviours (see p. 105 for discussion on the 
executive job levels and broad job families within the organisation).
Those interviewed provided a point of view of leadership effectiveness from a 
supervisor, peer or direct subordinate position across the different functions of the 
organisation. The research organisation already had an existing in-house 
competency model developed used behavioural event interviews (BEIs) with leaders 
Henceforth, interviewing staff of their unique experiences with leaders that 
demonstrated effective or ineffectiveness provided a different angle on the criterion 
domain.
The researcher recruited a total of twenty-six participants for the CIT 
interviews. This number is in line with prior published studies employing a similar 
methodology (e.g., Robinson et al., 2005; Creswell et al., 2003). The representative 
sample recruited from the organisation’s workforce included participants from each 
level of executive jobs (Top Management, Director, Deputy Director, Manager and 
Senior Executive) across the three broad job families (Core Policy, Core Operations 
and Operational Support). The participants from these levels and job families were 
interviewed on their personal experiences and observations of leadership 
effectiveness within the organisation.
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Table 4.1. Participants recruited for the CIT interviews
Core Policy Core Operational TOTAL
Operations Support POPULATION
Senior Executive 2 2 1 S /7270
Manager 1 2 4 H 3 0 6
Deputy Director 2 2 2 6 /  ^7
Director I 4 1 6 / ^ 2
Top Management 1 1 2 /  6
Total 6 11 9 26/7777
Pilot interview
The study conducted a pilot interview with two individuals based on the 
research set-up and interview schedule. The researcher transcribed the pilot interview 
while another researcher examined the transcripts to ensure the procedures of the 
interview were effective in capturing the critical incidents. Feedback had been 
channelled back to the researcher for subsequent interviews in the study.
One of the main insights obtained from conducting the pilot interview relate to 
the difficulty for participants to select an incident. Therefore, to address the matter, 
the study proposed the usage of a timeline or chronological orders of events to assist 
the interviewees in recalling and choosing incidents that demonstrated leadership 
effectiveness or ineffectiveness. Timelines have been found to be an effective 
method to facilitate recollection in in-depth interviews (Berends, 2011).
Procedure
As part of the preparation for the interview sessions, the researcher developed 
an interview schedule to gain access to the incidents (see Appendix 4.1). The 
interview schedule incorporated the structure, questions, and probing cues as a guide 
to the interviewer in conducting and tracking the progress of the interviews. It also 
served to provide consistency for the interviewer in carrying out the CIT interviews 
(Stitt-Gohdes et al., 2000). This guide also ensured the usage of a standardized 
language to avoid any inconsistency (Miles & Huberman, 1994). The interview 
schedule structure allowed the participant to speak about the experiences with
119
leadership effectiveness/ineffectiveness that were particularly significant. The pilot 
study evaluated the effectiveness of the interview schedule.
In arranging the interviews, a personnel officer from the Human Resource 
Management Department assisted the researcher in identifying a convenient sample 
of potential participants from each of the executive job levels for the CIT interviews. 
The researcher invited participants through an electronic-mail invitation that included 
the background of the researcher, research interest, and also details of the CIT (see 
Appendix 4.2). Staff that replied positively to the interview indicated their agreement 
to partake in the study and availability for the interview session. Then, the 
researcher sent an acknowledgement email to confirm the arrangement for the 
interview session with the participant.
The researcher conducted the procedure of the interview session in the same 
manner for all of the participants. Having agreed on the arrangement of the session, 
interviews took place at a mutually convenient time and location during the 
interviewee’s working hours. The interviewer conducted the session in a room where 
the interviewee could not be disturbed in order to ensure complete privacy during the 
individual interview.
Before beginning the interview session, the interviewer asked participants to 
complete an informed consent form (see Appendix 4.3). The interviewer also asked 
the interviewee for their consent to the interview session to be recorded using a hand­
held tape recorder for the purpose of transcription in order to facilitate data analysis 
(Cunha et al., 2009).
At the beginning of the interview session, the interviewer (in this case the 
researcher herself) set the context of the interview by briefing the interviewee on the 
research and purpose of the session. The session followed on with an explanation of 
the critical incident technique interview, which included a standard introduction that 
was scripted as follows:
We are interested in finding out about leadership within the 
organisation. You will be asked to recall a particular incident
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in which you experienced or observed leadership and answer 
some specific questions about the situation, circumstances, 
outcome and your reactions at the time. Please try to give as 
much detail as possible; we are interested in what you 
observed and your experience during that time. There is no 
right or wrong answer to the questions.
The interviewer then gave an opportunity for the interviewee to ask any questions or 
clarification before proceeding further into the interview.
The interview guide then guided the rest of the interview session, firstly by 
asking participants to distinguish managers and leaders. The purpose of this question 
was to put the participant at ease and also to encourage participants to focus on 
individuals that they perceived as leaders. Participants were then asked to recall and 
elaborate on at least two incidents of the perceived leader in the organisation that 
demonstrated effective behaviour, and also one incident of ineffective leadership 
behaviour. Van Fleet (1974) gathered one incident each of effective and ineffective 
leadership behaviour. The researcher probed and guided the participants to describe 
the details of the incidents. The incident had to be an experience or observation that 
the participants encountered in the last two years (similar to an example by Chell, 
2004). Precautions were taken when probing to ensure that the critical incidents 
being described by the participants were not hindered nor suggested by the 
interviewer (Robinson et al., 2005). The interviewer used generic probes translated 
into specific questions relevant to the context, language and rapport when necessary 
(Chell, 2004). The interview came to a close once the participant exhausted the topic 
of his or her experiences on leadership. At the end of the session, the interviewer 
closed the session by debriefing the participant on the next course of actions with the 
outcome from the interview session.
Excluding the introduction and consent issues involved in the interview at the 
beginning of the session, each interview on the discussion of the incidents lasted at 
least thirty minutes, which provided the participants with sufficient time to describe 
and explain a critical incident relating to leadership. However, some of the
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interviews only covered one example of an effective and ineffective leadership 
incident due to time constraints of the participants.
Data analysis
The first step of the data analysis involved the transcribing the interview 
recordings. From each of the transcribed interviews, the researcher noted the types 
of incident described by participants (Chell, 2005). This ensured the study captured a 
wide range of incidents in the interviews, thus providing indicators from different 
types of incident. This analysis also provided the researcher with the appropriate 
‘frame of reference’ for developing the themes from the incidents collected, with 
focus given to those skills and abilities of the leaders in performing the job or work- 
related activity (Stitt-Gohdes et al., 2000).
Having transcribed all of the interviews, the researcher proceeded to a content 
analysis for each of the interview transcripts to elicit indicators of effective and 
ineffective leadership. Indicators elicited referred to behaviours, cognitions or actions 
engaged by those described as leaders in the critical incidents (CIs) provided by the 
participants. Robinson et al. (2005) defined behavioural indicators as visible 
behaviours, actions and abilities, while cognitive indicators comprised of hidden 
thought processes, which are usually inferred from references in the extracted 
indicators of the transcripts. The researcher recorded the number of instances the 
indicators were extracted from the interviews in an excel spreadsheet.
Chapter 3 (see p.90) highlighted that the next step of CIT involved the data 
analysis to reduced the number of indicators into smaller groups by ‘summarising’, 
‘explicating’ and ‘structuring’ content analysis to identify those with same or similar 
meanings (Hamlin & Cooper, 2004). In this stage, this data analysis procedure 
involved participation of independent individuals. The elicited effective and 
ineffective indicators were written on individual cards and examined by a group of 
MSc Occupational Psychology students. They were given the tasks to identify 
identical or similar in meaning indicators. The students formed small groups and 
given a pile of cards with elicited indicators. The groups compiled the cards with 
similar meanings into clusters for example; the group put together “taking
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ownership” and “take accountability” into the same cluster. Then, the researchers of 
the study conducted further examination and consolidation to ensure that no 
indicators were overlooked.
Findings
First, from the interview data, the study collected a total of 62 critical incidents 
(Cl) that included demonstrations of both effective and ineffective leadership within 
the organisation. The CIs included concrete examples of leaders’ performance in a 
variety of incidents, such as dealing with difficult employees or customers, 
departmental restructuring, managing project teams, handling top management and 
resolving problematic situations (see Appendix 4.4 for the types of CIs recorded from 
the data).
After the researcher examined all the interview transcripts, a total of 672 
behavioural ‘raw’ (snippets) indicators were extracted by the researcher that captured 
the essence of the CIs. The indicators included both effective and ineffective 
leadership behaviour demonstrated through the CIs. It can be seen from the data that 
the indicators include a variety of descriptors that referred to a leaders’ personality, 
skills, ability and competence (see Appendix 4.5 for a summary of the indicators and 
the frequency).
For the data reduction in this stage, the independent parties; MSc students, 
examined all 672 raw indicators and eliminated those behaviour/traits identical or 
congruent in meaning or of which were exact opposites in meaning. This process 
required considerable deliberation between the students and researchers and 
produced a final list of indicators consisting of 180 behaviours and traits in verbatim 
statements. The list included both positive and negative indicators of leadership 
effectiveness used for the subsequent stages in the study. The total of 180 indicators 
still required procedures to be clustered into smaller groupings (Ferguson et al., 
1997). Therefore, the next step of the study involved further reducing, classifying 
and grouping the effective and ineffective indicators into categories (Hamlin & 
Cooper, 2005).
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Discussion
In reference to the total of 180 elicited indicators after the involvement of MSc 
students clustering exercise, the study found this figure in line with previous research 
for example, Hamlin and Serventi (2008) who had a total of 218 CIs in the first 
stage, and Wang (2010) reported 230 CIs in the first stage in which these researchers 
had 40 and 35 interviewees respectively.
In conducting the CIT interviews with the staff of the organisation, one of the 
main concerns when interviewing the staff relates to the organisation’s established 
competency model on leadership. The organisation had communicated the model to 
staff and had also been used in human resources practices applicable to all staff for 
example, performance management system or promotional purposes. On the one 
hand, the organisation’s in-house competency model had been a valid source to 
benchmark the findings, but it could also have biased influence or reference on 
interviewees’ recollection of effective or ineffective leadership in the CIT interviews. 
The researcher ensured that the outcome had not been influenced by the existing 
competency model by examining the CIT interview transcripts and also the effective 
and ineffective indicators elicited. The researcher found that there was no actual 
reference to the existing in-house competencies. The description of the behaviour 
being recalled reflected the definition of the in-house competencies, but there was no 
mentioned of the competency titles themselves. This reassured the researcher that the 
interview sessions had not been influenced by preconceived leadership 
competencies.
4.5. Stage 2 - Card Sort Task 
Research context
The study conducted the second stage of the Phase 1 after the finalization of 
the behavioural indicators of leadership effectiveness from the CIT stage. The card 
sort task activity conducted over a period of two months between October and 
December 2008 involved three groups of participants for the sorting of the elicited 
leadership effectiveness indicators cards. The study conducted the card sort tasks in 
three separate sessions conducted in three different locations. The task required a
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person -  in this case, the researcher -  to manage the session. The role of the 
researcher had been to remind the groups to categorize the cards according to the 
data presented and not from their personal experience and to seek justifications from 
the participants on the way the group sorted the cards, but not to intervene.
Participants
Schluter et al. (2008) highlighted that in the CIT process, it is important that 
the researcher does not let their previous knowledge influence the interpretations. 
The study avoided any preconceived concepts in the analytic process by recruiting 
individuals independent from the research organisation for this stage of the study to 
examine the indicators for the subsequent category formulation stage.
The study identified three groups of independent individuals to participate in 
the card sort task. The triangulations of the three groups provided different biases 
and different strengths but, in the end, to complement each other (Miles & 
Huberman, 1994). The study determined that participants in each group to be from 
similar backgrounds in order to moderate any cultural influence on the card sort task. 
Tajfel (1981) stated that individuals assign items to categories based on their 
experience and particular context (Santos, 2006). Basically, the formed categories 
were a reflection of how the participants perceived the leadership criteria.
The study conducted the card sort task in groups of between four and ten 
participants. This enabled a sound deliberation of the sorting between group 
members. The three groups comprised of individuals who volunteered to participate 
in the session included:
• European group
• Asian group
• Malaysian group
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Table 4.2. Card Sort Task Participants
European Asian Malaysian
No. of 
participants 8 7 4
Gender 5 female, 3 male All female 3 female, 1 male
Field Occ. Psych, work 
related personnel and 
postgraduate students
Mature postgraduate 
students
Legal, Finance work 
related personnel & 
student
Procedure
The researcher arranged three groups for the card sort task with the procedure 
for each card sort task conducted in the same manner. The researcher met the 
volunteered participants at a prearranged time and venue. The session started with 
the participants getting acquainted with one other. Then, the researcher briefed the 
group on the research and purpose of the session.
Basically, the task required groups to sort the cards marked with the indicators 
elicited from the CIT interviews that is, a total of 180 cards with leadership 
effectiveness or ineffectiveness indicators into clusters perceived to have similarities 
or connections. The researcher gave standardized instructions to each group to ensure 
consistent procedures in the task. First, the task required groups to familiarize 
themselves with the cards, after which the group started sorting the cards into groups 
of between four and twelve categories (Neufield et al., 2004). The study indicated 
the number of categories based on similar behavioural/competencies study by 
Heinsman et al. (2007), who stated that the number of optimal dimensions varied 
between three and seven.
The groups were instructed to sort the cards based only on the indicators 
present and not based on their previous knowledge or personal experiences. Group 
members discussed and deliberated on the sorting of the cards into the groups. The 
researcher ensured that participants determined the commonalities and grouping into 
clusters by scrutinizing each of the items (Hamlin & Cooper, 2005). When 
necessary, participants sought clarification on the indicators on the cards from the 
researcher.
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Depending on the size of the group, participants initially worked in smaller 
groups and reconvened to work as a large group on all of the cards. This happened in 
the European and Asian group. The researcher moderated the group to reconvene 
when the smaller group had completed the task. At the end of the session, the 
researcher closed the session by debriefing the participants on the next course of 
actions with the outcome from the card sort task. Each card sort task lasted between 
two and three hours. All three groups completed the task using all of the behavioural 
indicator cards that were presented to them.
The researcher kept a record of the category titles formulated by the groups 
consisting of main themes and sub-themes of the card clusters from each card sort 
task group. Also, the individual cards assigned to the categories were recorded in a 
spreadsheet. The researcher made notes of the card sorting done by the group.
Data analysis
The data analysis and making sense of the data collected in a card sort is a 
challenge (Fincher & Teneberg, 2005). First, the study attempted to analyse the 
inter-rater reliability of the cards in the categories assigned by each group in a 
quantitative manner using Kappa method but with no conclusive results given the 
large number of indicators involved. Rugg and McGeorge (2005) asserted that there 
are very few types of statistics that can be applied to sorts (cited in Whaley & 
Longoria, 2009).
On this basis, the analysis move on to a more qualitative approach for the data 
analysis of the card sort tasks. The research involved three groups thereon an 
analysis of the triangulation of the groups’ outcomes enabled the researchers to 
examine the each group individually and also to conduct a comparison of the themes 
produced by the groups.
Findings
The findings of the card sort tasks are presented individually based on the 
groups that is: i) European, ii) Asia-Pacific, and iii) Malaysian. In reporting these 
findings, the researcher also included some of the key observations of the
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categorization procedures in order to provide a frame of reference in interpreting and 
reporting the findings (Flanagan, 1954). Also, the findings reported include the 
differences or similarities based on the comparative evaluation of the themes 
produced by the groups.
In the latter part of this section, the researcher reports an overall observation of 
all three groups’ themes. This includes details of the number of main and sub-themes 
and also the nature of the themes that were produced based on the title and cards in 
the group.
G r o u p  1 ( E u r o p e a n )
The main themes formed by the group were divided based on the nature of the 
themes that is, ‘dealing with task’ and ‘dealing with people’ or task- and people- 
oriented themes (e.g., Borman & Motowildo, 1993; Hogan & Holland, 2003). Task- 
oriented themes included ‘directiveness’, ‘organisation’ and ‘thinking and 
knowledge’, while people-oriented themes included ‘interaction with others’, 
‘consideration’ and ‘resilience’.
The group categorized a unique main theme that is, ‘resilience and composure’ 
not found in comparison to other groups’ card sort task outcomes. The group 
identified several cards, which reflected leaders in the organisation dealt with 
pressure in the workplace. Cards included ‘demonstrates calmness’, ‘gives staff 
confidence’, ‘is in control’ and ‘never freezes’. Also included in this main theme of 
resilience w as‘standing firm’.
Another unique theme found only in this group specifically focused on 
‘thinking skills’. This included ‘acquiring knowledge’, ‘being analytical’ and 
‘having insights’. The group felt strongly that this was an emerging theme from the 
data and included relevant cards like ‘learns quickly’ and ‘has ability to evaluate’.
The group discussed how the themes showed some resemblance to the Big Five 
in terms of: i) organisation -  conscientiousness; ii) thinking and knowledge -  
openness; iii) interaction with others -  extroversion; iv) consideration -
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agreeableness; and v) resilience and composure -  opposite of neuroticism. The main 
theme of ‘directiveness’ was discussed to be similar to the need of power.
Also, during the sorting process, the group came up with a theme, which 
represented the ‘x factors’ that these effective leaders portray. This included cards 
such as ‘able to draw people to agree’, ‘enthusiastic’ and ‘highlight end gain’. 
However, after further deliberation, this theme was later broken down and merged 
into other themes that the group saw as relevant.
Dealing 
with task
DIRHCnVHNKSS
Pushes forward 
Provides direction 
Takes ownership & 
responsibility 
Decision 
Development of 
staff
ORGANIZATION
Plan, prepare/ 
review & evaluate 
Managing workload
THINKING & 
K NOW LEDGE
Seeing the big 
picture
Strategic thinking 
Has inside 
knowledge 
Acquire knowledge/ 
analysis & insights 
Positive mindset
Dealing with 
people
INTERACTION WITH 
OTHERS
CO NSID ERATIO N
Sharing information/ 
knowledge 
Teamwork 
Collaborative & 
feedback
Trust & 
empowerment 
Approachability 
Support & concern 
with staff welfare
RESILIENCE & 
COM POSURE
Deal with
pressure/composure 
Standing firm
Figure 4.1. European Card Sort Task Outcome 
G r o u p  2  (A s ia n )
This group sorted the cards given to them according to the roles that a leader 
performs. This resulted in themes that reflected the underlying qualities needed for 
leaders to perform their role effectively.
One of the key observations made by the group relate to the fact that the 
themes from this group showed more emphasis on people-related themes such as 
‘managing relationships’, ‘collaborative’ and ‘evoking feeling/affect of staff. On the
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other spectrum of the categorization, the themes related to task, including ‘exemplary 
leadership quality’ and ‘role of strategic leader’.
In relation to people-related themes, the ‘managing relationship’ that this group 
identified included the need to manage both bosses and staff. This was the only 
group that made this distinction when compared with other groups.
This group identified a separate theme of effective leadership that was referred 
to as exemplary leadership qualities. This main theme was supported by a range of 
sub-themes related to the leader in carrying out their role on the job. The group’s 
deliberation included ‘making decisions’, ‘positive attitude’, ‘problem solving’, 
‘takes responsibility’, ‘information seeking’ and ‘leading professionally/example’ in 
this category. In hindsight, this category formation had similarities to the European 
preliminary ‘x-factors’ theme.
The categorization of the cards done by this group also included emotional 
impact on staff and thus the group categorized motivation, negative affect and 
positive affect under the main theme of evoking feeling/affect of staff. The group 
felt the necessity of these categories as they saw several indicators with emotional 
reference and behaviours that evoked affect amongst staff that were both positive and 
negative such as ‘creates anxiety’, ‘creates dissatisfaction amongst staff, ‘comforts 
staff and ‘gives encouragement’.
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M AN A G IN G
RELATIONSHIPS
CO LLABORATIVE EXEM PLARY  
LEADERSHIP QUALITY
Managing  
inanagcm cnt/bosscs 
M anaging staff 
Communication  
clcar/claritv
Teamwork  
Easy to work with 
Open to ideas
Making decisions 
Positive attitude 
Problem solving  
Takes responsibility  
Information seeking  
lead professionally/exam ple
ROLE OF STRATEGIC EVOKES
LEADER FEELING/AI'FEC'f OF 
STAFF
M anages work with strategy M otivation
Setting objectives & N egative affect
planning Positive affect
Result focused
Figure 4.2. Asian Card Sort Task Outcome 
G r o u p  3  (M a la y s ia n )
Overall, the group divided the themes relating to self, people and task that 
resulted in the effectiveness of the leader in the workplace. Similar to the other 
groups, this group also found themes related either to people or tasks. However, the 
group formed unique themes specifically relating to self that enable a leader to be 
effective in the workplace.
The main theme, related to self, encompasses sub-themes that the group saw 
made the leader distinctively effective in carrying out their role. This included being 
‘passionate about the job’ and ‘having knowledge and experience’. Among the 
behavioural indicators grouped under these headings include: ‘works hard’, ‘loves 
the job’ and ‘enthusiastic’.
The group saw communication as a vital indicator in carrying out leadership 
role effectively and clustered many cards under this theme. Basically, the group 
describe this theme referring to the ways of communicating and dealing with matters 
relating to people for example, ‘rationalizes with staff, ‘quickly reassures them’ and 
‘talks in a convincing manner’.
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The data analysis showed that this group had been the only group to mention a 
theme on delivering results referred to as ‘gets the job done’. The group saw the 
leader’s role crucial in ensuring that this happens, and thus translated into making 
them effective leaders. This included behavioural indicator such as ‘track work’, 
‘very well prepared’ and ‘able to draw people to agree’.
SELF
Passionate about the job
Has the know ledge & experience
EFFECTIVE COMM. WITH ALL LEVELS
STAFF ORIENTED LEADING A TEAM
Encouraging staff 
Understand staff 
Open to people
GETS THE JOB DO NE
Provides solution 
Takes accountability
Hands on -  using oneself to get things done
SETS THE GOAL
D ecisiveness
B ig  picture approach & strategizes
Figure 4.3. Malaysian Card Sort Task Outcome
Overall observation of the Card sort task
In the absence of a statistical analysis of the data, the researchers conducted a 
qualitative analysis to compare the content of the seventeen main themes produced 
by the three groups. On the surface, the analysis showed similar outcomes of the 
three groups, despite having different numbers of main themes and sub-themes (see 
Table 4.3 for the number of themes based on card sort task group).
Table 4.3. Number o f Themes Based on Card Sort Task Group
THEMES European Asian Malaysian TOTAL
Main 6 5 6 17
Sub 20 18 12 50
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In the card sorting discussion, the study observed that all three groups had 
themes related to either people or task. When examining the themes in comparison, 
the similarities of the themes referred to the job or role, people-related skills, self 
traits and thinking abilities. The themes were not identical, but did portray some 
resemblance in terms of the categories (see Table 4.4).
Another key findings from the card sort activities included the observation of 
Asian and Malaysian groups having more people-oriented main themes in 
comparison to the European group. The two Eastern groups included two themes 
each that were people oriented that is,. Staff Oriented, Effective Communications 
with all levels. Managing Relationships and Collaborative. The European group only 
identified one people related theme; Interaction with others.
Table 4.4. Commonalities o f  themes from the card sort tasks
Themes______________Categories
Accountability
Results
Managing work 
Planning______
Job/role related
Communication
Team People related
People related
Positivity
Openness____________________
Knowledge/experience
Decision
Problem solving Thinking
Big picture
Strategic____________ _______________________
Discussion
The card sort task demonstrated the categorization according to how the groups 
perceived leadership. The card sort task showed similarities in terms of the way the 
cards were being categorized that is, people or task oriented. Even when examining 
the similarities in themes between the groups, the groups developed similar 
categories of themes referred to: i) job or role, ii) people-related, iii) self traits, and 
iv) thinking abilities. The categories of these themes were similar to YukPs (2002) 
review on past research using the same methodology of critical incident technique to
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identify leadership behaviours as their review found leadership behaviours related to 
work, supervising subordinates, establishing and maintaining relationships with 
people they work with and taking accountability of their duties. This provides 
evidence that the leadership criteria components are similar to those of previous 
research.
Upon further examination of broad themes developed by the three groups, the 
study found a cultural differentiation from the card sort task relating to the emphasis 
on people-related themes. It seems that despite having similar categories of themes 
across all three groups, the Asian and Malaysian groups placed more weightage 
criteria relating to people themes of leadership effectiveness. The GLOBE research 
described in Chapter 2 (p.59) explained that culture influences individuals’ 
perception of leadership. In the GLOBE research. Southern Asian leadership profile 
showed scores high on ‘team oriented’ that is, team builders, collaborative and 
diplomatic (Gupta et al., 2002). These preferences could help to explain why this 
aspect of leadership received more emphasis in the card sort task from the Asian and 
Malaysian groups than from the European group. This finding is important for 
researchers and practitioners to note, as such subtle differences can have implications 
for related interpretation of psychometric results.
4.6. Stage 3 - Focus Group
Research context
The final stage of Phase 1 concluded in March 2008, after completing the data 
analysis of the card sort task. The focus group conducted for this study consisted of 
an activity-based discussion facilitated by moderators. The focus group required 
group members’ to cluster individual cards of leadership effectiveness main themes 
and sub-themes generated from the previous card sort task that consequently 
finalized the leadership criterion framework for the study.
Participants
The study recruited a total of eight individuals that agreed to partake in the 
focus group session. The study selected participants for the focus group based on
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similarities of the individuals (Ashbury, 1995). The participants of the focus group 
consisted of both students and practitioners, all of whom had work experience and 
were currently involved in the field of occupational psychology. The participants 
comprised two consultants, three Master’s students, and three PhD students.
Procedure
The researchers acted as moderators of the focus group (Krueger, 1998; Vogt 
et al., 2004), developing a prior session outline and identifying and inviting 
participants in the run up. The study identified and invited participants to the focus 
group session. The focus group task required them to cluster the themes and sub­
themes written on the individual cards according to the perceived similarities or 
connections. The focus group had seventeen cards in total for main themes and 50 
cards for sub-themes.
The session began with introductions of the group members as an effort to 
make them more comfortable with one another to facilitate an open discussion 
between them (Morgan, 1996). The moderator briefed the group on the research and 
purpose of the session.
First, the moderator gave instructions to the group to familiarize themselves 
with the cards and then to start sorting the cards into groups. The instruction to the 
group also allowed the formation of higher-order and lower-order clustering of 
themes in developing the model. The group worked on the task as a whole group in 
which they were asked to discuss and deliberate on the way that the cards were being 
sorted into categories. In completing the task, the moderators reminded the group 
that sorting of the cards must be based only on the indicators present and not on 
one’s previous knowledge or personal experiences.
In executing the task, the group sorted the main themes’ cards with agreement 
from the group members. Then, as a group, they grouped sub-themes and matched 
them with main theme that the group developed earlier. The group rearranged the 
cards accordingly until they reached agreement on the grouping of the cards. After 
sorting the cards into clusters, the group proceeded with naming the clusters most
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reflective of the cards in the batch. The group reiterated the sorting of the cards to 
best fit the clusters. Finally, the group explained the outcome of the activities to 
moderators.
At the end of the session, the moderators closed the session by debriefing the 
group on the next course of action with the outcome of the focus group. The focus 
group session lasted two hours. The group completed the task using all of the main 
and sub-theme cards that were presented to them.
Data analysis
The focus group was the final stage in the study’s inductive approach to data 
analysis procedures for identifying the criterion domain of leadership effectiveness. 
This meant that the outcome of the focus group represented the findings for the entire 
Phase 1. On this note, the researchers examined the outcome of the focus group 
against previous outcomes from the card sort task and CIT interviews in effort to 
ensure the continuity of the data from the first stage of this phase.
Also, the researcher analysed the similarities and differences between the 
criteria and the relevant extant literature. This involved the data analysis to examine 
each criterion domain components separately that compared the findings with 
existing leadership literature and established model that included; Great Eight, 
Saville WAVE®, GLOBE and in-house competencies.
Findings
In reporting these findings, the discussion included some of the key 
observations taken place in the categorization procedures that is, differences or 
similarities based on the comparative evaluation of the themes produced by the card 
sort groups. In addition, the discussion also reports the findings of the criterion 
domain when compared to the extant leadership literature and established models 
latter in this section to address the first research proposition.
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Leadership effectiveness criteria framework
This highly inductive process resulted in six main themes underpinning the 
leadership effectiveness criterion domain (see Figure 4.4). Similar to the card sort 
groups, the focus group distinguished the main themes into themes related to tasks or 
people. The task-related themes included ‘analysis and strategy’, ‘execution’ and 
‘self, while the people-related themes included ‘role model’, ‘supportiveness’ and 
‘interactions with others’.
The findings found ‘role model’ as one of the components of leadership 
effectiveness. The focus group described this component as a motivational element 
related to the leader and also an exemplary role unique to the theme outcome of only 
the focus group. However, the study observed a similarity in the nature of this theme 
in the card sort task involving the three groups. The European group deliberated on a 
similar theme, ‘x-factors’, while the Asian group classified an ‘exemplary leadership 
quality’ theme and the Malaysian group noted self-related themes.
ANALYSIS & STRATEGY
Seeing the big isic&»e:
Platt &:prepare/revietv évaîùate 
l ias inside knowledge 
Strategic'thinking 
Acquire icHowledge 
Analytical & irwlghts 
■Manages work with strategy 
Problemsolving
EXECUTION RESILIENCE & 
COMPOSURE
Standing firm 
Pushes forward 
Provides directions
Open to ideas
Has the knowledge &.experiehce'
Result focused 
“Hands on” - t o  
Decisiveness 
; a team
■ TrtKt and empowerment 
Positive attitade
hnpact affect o f staff (pos:tivs &
ROLE MODEL
;Lead professidcallÿ/tatampîe 
Motivafion
SUPPORTIVENESS
Support &. concern With staff welfare 
Collaborative & feedback 
Teamwork 
Development o f  staff 
Understand staff
INTERACTIONS WITH OTHERS
Approachability 
Sharing info-lcaowledge 
Managing mgmtbosses 
Easy to work with
Open to p e ti te
Effective commutticasion with ail levels
Figure 4.4. Leadership Effectiveness Criterion Domain 
Comparison with other frameworks
The researchers conducted a post-hoc exercises with the criteria found in the 
study involving a comparison with other established leadership frameworks, in this 
case the Saville WAVE® (Table 2.7) and the in-house competencies (Table 3.4). The 
study compared the components of the framework with Saville Consulting WAVE®
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model of work performance that consists of four clusters: thought, influence, 
adaptability and delivery (Maclver et ah, 2006) and also the four clusters of the in- 
house competencies: driving the organisation agenda, inner wisdom, leading a 
collaborative workforce and stakeholder management. The comparison with the 
established models provided insights and relevancy of the criteria found in the 
research with the extant leadership literature. While the comparison with the in- 
house competencies provided a benchmark of the leadership effectiveness criteria.
Generally, the three frameworks showed congruence in terms of the main 
themes/clusters involved (see Figure 4.5). Basically, the broad elements of all three 
framework showed congruence as they all had broad criteria related to: i) carrying 
out the job/role which included an element related to thinking, ii) interaction with 
people, and iii) self-related traits that included motivation. Like the research findings 
in the earlier stages, the comparison found that all three frameworks distinguished 
between people and task-related themes. Both models had elements of motivation in 
the frameworks but the presence of it incorporated into several competencies as 
opposed to a singular component.
Execution
A nalysis & 
Strategy
Role Model
Restitence & 
C o m p o s ie z
Interactions 
witli others
Figure 4.5. Comparison with Saville WAVE® and In-House Model
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4.7. Discussion
In relation to the findings of people-related themes as a criterion, when 
comparing the components found in this study to the existing research literature, the 
descriptions of the criteria were found to be similar to a-priori frameworks but 
showed no exact match. This is to say that the specific behaviours associated under 
these components differed from one model to another. Basically, this demonstrates 
the first research proposition that is; the conceptual mapping of a local competency 
and performance model against existing generic models. In the previous section, the 
study demonstrated the congruence only when comparing the broad components of 
the framework with cluster level components of Saville WAVE® model and in- 
house competency model. In addition, when comparing with empirical models, the 
Great Eight (Table 2.6) described supporting and cooperating as ‘supports others 
and shows respect for them, puts people first, working effectively with individuals 
and teams, clients, and staff and behaves consistently with clear personal values that 
complement those of the firm’. The GLOBE Project (Table 2.8) equivalent, team 
oriented, is described as ‘emphasizes effective team building and implementation of 
a common purpose or goal among team members’. In the local model, 
supportiveness included ‘support and concern with staff welfare, collaborative and 
feedback, teamwork, develop, understand and encourage staff. In a way, this finding 
supports both the Great Eight and the GLOBE model with regard to the people- 
related dimension, but also shows evidence of subtle differences in the way the 
criteria are depicted by people in terms of their definition, association or 
categorization. The findings from the comparison data suggest that although higher 
order-components are similar, the differences lie in the descriptions. Research has 
also shown this as a common problem suggested in other research examining the 
definition of criteria (Markus et al., 2005; Kurz & Bartram, 2004). Therefore, in 
relation to a universal or generalist approach, greater specificity would be required in 
the level of analysis in order to ensure that the understanding and interpretation were 
congruent (e.g., Tett et al., 2000).
Another component revealed in the study relates to cognitive ability component 
of leadership effectiveness. Numerous prior research also found cognitive ability an 
important component relating to leadership (e.g.. Lord et al., 1986; Mumford,
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Campion & Morgeson, 2007). In fact, Marshall-Mies et al. (2000) and Mumford et 
al. (2007) are some of the researchers who have highlighted the fact that leaders are 
required to perform roles requiring cognitive capabilities. This study based on 
collated data in a South East Asia context also demonstrated a similar component for 
leadership effectiveness that is, analysis & strategy criteria.
In terms of the uniqueness of the themes in comparison to the leadership 
literature, one of the sub-themes of the model; included ‘knowledge and experience’ 
clustered under analysis and strategy. Other established model such as the Great 
Eight model or the GLOBE Project did not include a similar trait. The literature on 
the situational approach to leadership provides some explanation of why these two 
indicators, and how they interplay, contribute to leadership effectiveness. Fiedler and 
Garcia (1987) found that under low stress, intelligence is positively correlated and 
experience negatively correlated with performance, while in high-stress situations, 
experience is positively correlated and intelligence negatively correlated with 
performance (House & Aditya, 1997). This implies that under high-stress situations, 
a highly intelligent leader should rely on experience rather than intelligence in order 
to be effective. The critical incidents mentioned by the participants in the interviews 
involved situations, which were demanding and stressful, such as meeting deadlines 
and dealing with difficult stakeholders. This could explain why the study found 
knowledge & experience as an indicator of leadership effectiveness. The studies 
provided a description on the way that knowledge contributed to leadership 
effectiveness..
One of the competencies that practitioner models of leadership have identified 
relates to the execution of task. The Great Eight model incorporates organising & 
executing and both the comparison models; Saville WAVE® model -  ‘delivery’ 
cluster and in-house competency model -  ‘driving the organisation’s agendas’. Such 
competencies relate to conscientiousness, which has traditionally been seen as the 
best predictor of job performance out of the Big Five (Barrick & Mount, 1991). The 
equivalent criteria found in the study’s leadership model; ‘execution’ included 
several behaviours focused on achieving outcomes as part of leadership 
effectiveness. The findings suggest that having the capabilities to execute their role
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and task contribute to leadership effectiveness. The appeal of leaders that are people 
oriented is important, but being competent and having the skills to execute task- 
related matters is also important for effectiveness.
Earlier in the card sort tasks, the groups highlighted a specific theme portraying 
effective leaders having a distinguishing attribute. In the focus group stage, the 
group reflected this attribute in the role model theme. This theme described that 
leaders were effective if they themselves were motivated to be a leader and also to be 
an exemplary individual. Both the Great Eight and the GLOBE model also had a 
competency that was similar to this theme; leading and deciding and 
charismatic/transformational. This particular competency is highlighting the essence 
of some of the transformational leadership literature, in which a leader is seen to use 
his/her influence to create major changes or get things done (Bass, 1990). The group 
had articulated this in the local model through ‘leading by example’ and ‘motivation’ 
captured as part of the competency. This demonstrates the presence of a 
distinguishing theme found in this research, in this case a theme that reaffirms the 
relevance of a transformational dimension in leaders of the organisation as 
demonstrated in the Great Eight and GLOBE model.
The findings also highlighted an element relating to motivation as part of the 
leadership effectiveness framework. The comparison with Saville WAVE® model 
and in-house competency model also demonstrated elements of motivation integrated 
into their components, similar to the Great Eight model. The Great Eight model 
incorporated motivation element (i.e., need for achievement and need for power or 
control) but it was not a specific competency on its own. The motivation described 
in the criterion domain referred to an internal drive of motivation as leaders. 
Research on motivation by Chan and Drasgow (2001) showed that an individual’s 
motivation to lead (MTL) affects their level of participation in leadership roles and 
activities. They also found that the MTL provided incremental validity over other 
predictors in predicting the criterion of leadership potential (Chan & Drasgow, 
2001). This supports the study’s finding of motivation as another component of 
leadership effectiveness.
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The Big Five personality traits has often been cited in leadership and work 
performance models (e.g., Judge et al., 2002). The developers of the Great Eight 
model also have an overarching Big Five personality influence on the framework, 
where conscientiousness related to ‘organising & executing’, ‘enterprising & 
performing’, and extraversion related to ‘interacting & presenting’ and ‘leading & 
deciding’. In relation to this study, there was also evidence of the Big Five elements 
in the local model. The group also saw that the themes developed similar to the Big 
Five. The following links were made:
• interaction with others with extroversion;
• supportiveness with agreeableness;
• with conscientiousness; and
• resilience & composure with emotional stability.
Resilience & composure, found in this study, referred to having a positive 
mindset and having an emotional stability when pressure is experienced, which is 
similar to the opposite of neuroticism within the Big Five model. This particular 
competency was similar to the Great Eight’s ‘adapting & coping’ and ‘enterprising & 
performing’. Thus, the current study provides further empirical evidence of the Big 
Five in a leadership model with data collected from an Eastern background.
One of the concerns in developing the criteria of leadership effectiveness using 
this inductive approach relates to the different individuals involvement that may 
affected the validity of the findings. However, when comparing the final framework 
from the focus group with the in-house competency model, the two frameworks were 
aligned. This provided confidence in the relevancy of the criteria found in this study 
and used in the subsequent research of this thesis.
4.8. Phase 1: Discussion
So far, the thesis has presented the findings and discussion specific within each 
stage (see Table 4.5 for summary of findings) and also the previous section that 
addressed the research project hypothesis 1 (p. 77). This section provides a 
discussion of the findings in relation to Phase 1 research hypotheses. The discussion
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on Phase 1 concludes with an examination of the research limitations and 
implications to the second phase study.
Table 4.5. Summary of findings in Phase 1
CIT Card Sort Tasks Focus Group
• Indicators of leadership 
effectiveness -  positive 
& negative
• Similarities in broad 
categories
• Difference in cultural 
influence with more 
weightage on people- 
related themes
• Establishment of a 
multidimensionality of 
the criteria framework
• Similarities with the 
leadership literature and 
established leadership 
model
The procedures in this phase showed a few emerging themes throughout the 
different stages that provided empirical evidence of leadership effectiveness similar 
to the extant literature on leadership which is predominantly developed in a Western 
context. Based on the three card sort groups and focus group, the findings showed 
that the notion of defining leadership effectiveness can be divided in people- and 
task-related similar to previous research on leadership (e.g., Stogdill, 1948; Borman, 
W. C. & Motowidlo, 1997) and also practitioner models (e.g., SHL Great Eight, 
Saville WAVE®). These dimensions indicated that the components of leadership 
effectiveness found in this study conducted in a South East Asia context are 
comparable with other research done in the West, even if the emphasis differs with 
the two groups from Asia placing more weightage on people related themes.
The study also found ability component to be another broad category that the 
different stages have highlighted and established as a criterion of leadership 
effectiveness (e.g., GIT -  ‘strategic insight’, card sort task -  ‘big picture 
approach’/’problem solving’, focus group -  ‘analysis & strategy’). As mentioned in 
the discussion of the focus group, the criterion framework encompassing this 
component is similar to other research on leadership and since it had been identified 
clearly and consistently throughout the different stages provides evidence that 
cognitive ability is a crucial element for leadership effectiveness in a South East Asia 
context.
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The categorization of the indicators in the sorting stages revealed that the 
congruence of the themes only at broad level but not the supporting indicators. This 
illustrates the difficulty in agreement in describing leadership effectiveness as found 
in previous studies (e.g., Yukl, 2002). The assignment of the themes done by the 
groups reflected similarities in nature. For example, the card sort task groups had 
‘managing relationship’, ‘interactions with other’, and ‘effective communication 
with all levels’, which later the focus group assigned as ‘interactions with other’. In 
addition, the study was unable to determine the inter-rater reliability of the card 
sorting activity mainly because of the number of cards, which led to less agreement 
in general. This demonstrates the criterion problem highlighted earlier in Chapter 2 
(p. 17) relating to taxonomic issues.
The similarities in the broad categories highlighted earlier in the card sort task 
also showed evidence for a different weightage on people-related themes from the 
sorting done by the Asian groups. On the one hand, despite the congruence of the 
broad categories, the findings suggest a possible influence of cultural dimensions on 
the perception of leadership (Javidan et al., 2006). Nevertheless, the similarities of 
the components of the framework (i.e., task/people related, ability) with leadership 
literature also demonstrate the applicability of a universal concept of leadership 
effectiveness criterion as postulated by researchers such as Bartram (2004) and 
Hamlin (2005). Further examination into a culture influence and universality 
concept of leadership needs to be explored.
Throughout the stages in this phase, the study also showed the usefulness of a 
traits approach in describing leadership effectiveness (e.g., ability or self traits 
categories of the themes). Nevertheless, the study also discussed the role of other 
theoretical frameworks such as situational in understanding the leadership criterion 
component. It provided an explanation for the relevance of the disposition based on 
the situation described in the critical incidents. The integration of theoretical 
framework as postulated by Zaccaro (2007) maybe inevitable to describe such a 
complex criterion like leadership effectiveness.
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The discussion on competency approach in Chapter 2 of the thesis highlighted 
that popular methodology in developing competency model has been a top down 
approach involving management input (see p.46) involved in BEIs procedures. This 
study adopted a bottom up approach to identifying the leadership effectiveness 
criterion domain. Despite the differences in methodological approach with an 
inductive approach to data analysis, the study found that the criterion framework 
similar to the in-house competencies at the broad level providing validity for the 
model.
4.9. Research limitations
With any research there are limitations, and it is important to recognize these 
limitations in order to put a frame of reference to the findings. Nevertheless, the 
qualitative process -  from the initial identification of behaviours through to the 
subsequent clustering -  and the comparative process, in the methodology and data 
analysis procedure of the research provided insights into the criteria of leadership 
effectiveness in a SE Asia context.
In this phase, the study used the findings from one stage as input into the 
subsequent stage. This inductive approach involved different individuals throughout 
the process. This approach to data analysis involving different participants may have 
the tendency for information from the previous stage to be overlooked or 
misinterpreted. The researchers involved checked the outcomes for any novel 
themes after each sorting in the card sort and focus group activities as one of the 
efforts in ensuring continuity of the data analysis from the previous outcomes.
The study encountered sampling limitations throughout the stages in Phase 1. 
First, the CIT interviews conducted to elicit indicators of leadership effectiveness in 
a South East Asian context only involved one organisation. Also, the card sort tasks 
involved three groups, with a different number of participants in each group. While 
the study only recruited one group in the focus group stage. Despite the different 
number of groups involved in the different stages, the procedures involving those 
groups provided an opportunity to understand the criterion framework at a more in- 
depth level.
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In terms of the participants, the focus group participants comprised 
psychologists and students with I/O psychology background. The selection of the 
group based on similarities in their backgrounds had been to facilitate the sorting 
activity. On this basis, the psychological constructs of the Big Five personality 
framework would be salient to them and may have influence the focus group to 
highlight the similarities with the outcomes. However, the card sort task groups also 
had elements of Big Five personality framework though not termed the same way.
One of the difficulties with the card sort and focus group procedures related to 
the number of cards that were involved. The group members had a challenging task 
of sorting a substantial number of cards. This also led to the absence of a quantitative 
checking on the sorting findings to examine the reliability.
The research found a cultural difference in the weightage placed on people- 
related themes in the card sort group. However, no further validation was done with 
the sample of the study (Cl interviews) to further understand the findings.
4.10.Conclusion
The research in this phase attempted to identify the leadership framework of an 
organisation in a South East Asia context using a bottom up approach with the CIT 
and inductive data analysis procedure of card sort task and focus group unique from 
previous competency modelling approach.
The methodology involving independent individuals for the categorization of 
the raw indicators from the CIT interviews showed that the criterion of leadership 
effectiveness in a South East Asia context is similar to leadership literature 
conducted in the West in term of broad categories: thinking ability, task-related and 
people-related themes but not at a deeper level of interpretation of the category. The 
study also showed a difference accounted for based on the groups’ background in the 
emphasis of people-related themes. The uniqueness in weightage attributed to 
culture has importance implications for practice.
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The trait approach adopted as a theoretical framework found differentiated 
components of leadership including a separated motivation as a component besides 
other ability and personality components. Despite the difference in methodology and 
research setting of a South East Asia context, the final criterion framework of this 
study is comparable to previous research literature and established leadership models 
and also congruent with the existing in-house leadership model with similarities to 
the Big Five personality framework.
Overall, the findings provided validity for the in-house competency model and 
also implied the possibility of universality of leadership effectiveness. Nevertheless, 
given the research limitations, the findings should be taken as completely accurate or 
representative of the leadership effectiveness of South East Asia.
4.11.Implications for Phase 2 study
Moving forward, the finding for this part of the research was used to inform a 
subsequent phase of the research. The Phase 2 focused on the validation study using 
a criterion-centric approach for the leadership effectiveness criterion framework that 
was identified here.
Having ascertained the criterion domain, the next step of the research involved 
determining the relevant predictor and criterion measures (Bartram, 2004). The 
participants agreed more on the broad categories, the study identified the relevant 
measures in a more pragmatically focusing on these dimensions, as predictors are 
often separated based on these dimensions. These measures would provide the data 
for the validation analysis.
Another part of a criterion-centric approach to validation requires a detailed 
examination of the relationship between the criterion domain and the predictors and 
criteria that have been identified before the analysis, in order to produce the a-priori 
hypotheses.
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Chapter 5
5. Empirical Study: Phase 2 & Stage 1 - Measuring 
Conceptual Alignment
This chapter describes the empirical study undertaken in Phase 2 of the 
research. The procedures involved in Phase 2 enabled the testing of the criterion- 
centric approach to validation further with focus to key considerations that may 
influence the approach that is, the second research project objective mentioned in 
Chapter 2 (p. 76). The purpose of Phase 2 had been to investigate to what extent a 
refined understanding of the criterion domain allows conceptual mapping of criteria 
against relevant predictors; and that matched pairs will have higher associations than 
unmatched pairs (see section 5.3 below). To start, the chapter provides an overview 
of the research undertaken in this phase, which includes the research objectives, 
questions and hypotheses of the study undertaken in this phase. Then, the chapter 
elaborates on the research that involved the measurement that includes the details, 
background, administration and scoring instruments. This is followed by an 
explanation of the matching procedures undertaken to determine the a-priori 
hypotheses involving three rounds of matching, including a logical judgment 
method. The discussion of the outcome of each matching is the foundation for the a- 
priori hypotheses. The chapter concludes with the research limitations specific to 
this stage of the study.
5.0. Overview
As a recap, the studies from the previous phase produced and ascertained the 
leadership effectiveness criterion model for the study as presented in Figure 4.4. 
This enabled the study to proceed with the measurement and validation of the 
framework as part of the criterion-centric approach to validation adopted in this 
study.
Phase 2 of the study focused on executing the criterion-centric approach to 
validation for the leadership effectiveness criteria as described earlier in the thesis by 
Bartram (2004) and the process model (Figure 2.3). In executing the procedure, the
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study consisted of a series of studies leading up to the validation study conducted 
separately. As illustrated in Figure 1.1 in Chapter 1, this second phase consisted of 
three stages: i) measuring conceptual alignment, ii) assessment o f  predictors and 
criterion, and iii) validation analysis. The following sections in this chapter presents 
each stage of the studies covering the procedures, data analysis, findings and 
discussion before moving on to the next stage. This phase enabled the research to 
test the criterion centric approach further with examining key considerations in 
particular the structure of the criterion as part of the implementation of this validation 
approach.
The chapter will then only focus on the first stage of the series of studies that 
is, measuring conceptual alignment which involved: i) determining the measures, 
and ii) matching the predictors and criteria against the identified criterion framework 
which in turn, formulated the a-priori hypotheses for the study. The rest of the stages 
involved in Phase 2 will be discussed in the individual chapters in later parts of this 
thesis. Finally, Chapter 8 marks the end of Phase 2, which also concludes the entire 
study of the criterion-centric approach to validation.
5.1. Research objective
The research objective of Phase 2 consisted of validating the criterion domain 
that is, leadership effectiveness in a high stakes talent management context in South 
East Asia. The research continued in this organisation; a financial institution in 
which the mandates have national impact (see p. 105). This phase used the identified 
criterion framework in the previous phase and also took into consideration issues 
relating to the procedures of matching predictor-criterion as highlighted in Chapter 2 
and 3 of the thesis relating to the linkages, structure and level of matching of the 
predictors and criteria measures.
The research objective of this phase contributes to the research Hypotheses 2 
and 3 mentioned in Chapter 2 as this phase examines the second part of the criterion- 
centric approach that is the validation procedures.
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5.2. Research questions
Based on the above research objectives with consideration of the literature 
review presented in Chapter 2 and guided by the methodological approaches 
discussed in Chapter 3, the research questions addressed in of the study include the 
following:
i) What are the findings of the results of the validation study for the 
criterion framework that was found in the study using the criterion- 
centric approach?
ii) Does the predictor-criterion structure and matching level effect the 
outcome?
5.3. Research hypothesis
The research hypothesis developed based on the literature review with the 
objective of answering the research questions generated the following hypothesis:
Research has shown a criterion-centric approach enables the identification of 
relevant measures on both sides of the predictor and criterion based on the criterion 
framework (Bartram, 2004) for validation analysis. In line with the research 
hypothesis 2 (p.77), this involved the formulation of a-priori hypotheses based on 
relevancy of measures.
H3 : Relevant predictor and criterion/criteria measures can be matched to each 
of the criteria of the established framework of leadership effectiveness 
identified in Phase 1.
Bartram’s study showed that the point-to-point matching of the criteria and 
measures has shown that this can lead to a better measurement model as clear and 
precise relationship can be determined between the predictor and criteria.
H4 : Predictor and criteria measures adopted in the study can be matched on a 
point-to-point basis.
H5: The measures and criteria identified based on the criterion framework 
demonstrating a higher association for matched pairs in comparison to 
unmatched pairs.
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Later in this chapter, the discussion will highlight the a-priori hypotheses that 
were formulated in the study based on the measures involved as part of testing this 
criterion centric approach to validation.
5.4. Stage 1 - Measuring Conceptual Alignment 
Overview
As the first stage of this phase, the researchers determined a set of predictors 
and criteria measures that corresponded to the criterion domain of leadership 
effectiveness. Basically, the criterion framework and several methodological 
considerations had determined the measures used for the study. The three measures 
of predictors included the Saville Swift Aptitude Analysis (SAA), Saville Professional 
Styles (PS) and Motivation to Lead (MTL) questionnaire. The criterion data for 
validation included the organisation’s performance and competencies data and also a 
360° performance evaluation.
Having measures from different models in the study enabled the researcher to 
examine the formulation of a-priori hypotheses based on different approach of 
matching. The established criterion framework involved three different predictor 
measures (cognitive, trait/competence and motivation scales) and also criterion 
measures developed on different models (in-house competencies/job performance 
ratings, 360° work performance evaluation). This provided the researcher a better 
opportunity to understand the predictor-criterion linkages as it would enable the 
comparison of validation analysis based on different type of measures.
Based on the measures involved, the study adopted three sets of matching 
exercises that formulated a-priori hypotheses for the study (see Figure 5.1):
• In the first set of matching, predictors and criteria measures were assigned 
to the criterion framework that constituted the measurement model of the 
leadership effectiveness. The study made prediction of the relationship 
between predictors and criterion measures for each of the components of the
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criterion framework that formulated the a-priori hypotheses for the 
subsequent validation study.
In the second set of the matching exercise, the study examined predictor- 
criterion measures from different sources — Saville PS and in-house 
competency model. The matching of the predictor-criterion used a logical 
judgment method (Warr, 1999; see p.41 and 99). The study used the results 
from the exercise for the conceptual concordance matrix (Warr, 1999).
While the third set of matching involved the predictor and criterion from the 
same test publisher that enabled the matching procedures to be 
straightforward.
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Figure 5.1. Overview o f measures and matching procedures involved 
Determining the measures
The Phase 1 criterion framework of leadership effectiveness determined the 
relevant predictors used for the validation study. Besides the criterion framework, a 
few key considerations had determined the choice of measures.
Relevance to the criterion framework. As a recap, the criteria of leadership 
effectiveness included thinking ability, trait-based behaviours and motivation
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components (see Chapter 4). This meant that the predictor measures involved must 
provide an assessment of these components.
As with the criterion measures, a unitary criterion that is, job performance 
ratings, a multidimensional criteria that is competency ratings, as well as a 360° 
work-performance evaluation had been identified for the validation.
Having a combination of predictor and criterion data for the validation study 
enabled the researcher to examine pertaining issues relating to measures (e.g., 
structure, measurement types, or raters) in addition to meeting the main purpose of 
the study that is, validation of criteria.
Psychometric properties o f  measures. As the study involved a validation 
study, the reliability and validity of the measures involved had been a fundamental 
consideration in determining the measures adopted in the study. This ensured that the 
measures were accurate and precise in assessing the criteria.
Practicality o f  data collection. In any research, methodological considerations 
must be given to the data collection procedures. These factors are critical in 
determining the outcome of the data collection. In this study, the accessibility of the 
data for the researcher had been a main concern considering the fact that the study 
required the data collection for both predictors and criteria measures. The researcher 
used existing data where possible that is, criterion data of job performance and 
competency ratings. While for the predictors, the Saville Consulting instruments 
were made available to the researcher for usage in data collection. However, the 
relevancy of the measures to the criterion framework ultimately determined whether 
the measures were used for the research.
In addition, the study took into consideration the participants’ experience 
relating to the time involved and accessibility of completing the measures. The 
design of data collection needed to appeal to the sample for participation and in turn 
increased the number of participants for the research.
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Language medium o f  the measures. As the research took place in a non- 
Westem country, another consideration for data collection relates to the language of 
the measurement tools. In this case, the earlier survey ascertained English language 
as the business language of the research context (see Chapter 1 for a description of 
this preliminary survey). The performance management system of the organisation 
that produced the criterion measures used in this research had also been an English 
language based procedure. Therefore, the predictors used English-language-based 
assessment.
Based on these considerations, the use of these predictors and criteria were 
envisaged to provide a better measure for the criterion domain, which was vital for 
the validation study and is at the same time practical.
Predictor measures
The main components of the criterion framework determined the predictors 
used in the research. This included: i) trait-based measure -  Saville Consulting (SC) 
Professional WA VE® Styles Questionnaire (Saville PS), ii) cognitive ability measure 
-  Swift Aptitude Analysis, and iii) motivation measure -  Motivation to Lead (MTL). 
The measures were all self-reported measures. The following descriptions of each 
measure will include their relevance to the criteria framework, and also details about 
the background, administration, components and psychometric properties of the 
measures.
S a v i l le  C o n s u l t in g  (S C ) P r o fe s s io n a l  W A V E ®  S ty le s  
Q u e s t io n n a ir e  (W A  V E ®  P r o fe s s io n a l  S ty le s )
The criterion framework showed several trait-based criteria such as execution, 
resilience and composure, supportiveness and interactions with others components 
(Figure 4.4). The assessment of these leadership effectiveness criteria used a 
competency/trait-based measure that had relevant scales to assess these criteria using 
the WAVE® Professional Styles.
WAVE® Professional Styles questionnaire is a self-report questionnaire 
assessment that measures motives, talent, preferred culture and competency
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potential. The questionnaire is designed for use with experienced managers, directors 
and professionals for both selection and development (sourced from Saville 
Consulting website). The questionnaire is based on the Saville Consulting WAVE® 
model of work performance (see Chapter 2 for Saville WAVE® model and Appendix 
5.1 for example of questions of the measure).
The measure is a self-administered and online format. It takes respondents 
approximately 40 minutes to complete. The developers highlighted that the online 
assessment of the test enables the integration of motive and talent splits and also 
normative and ipsative ratings. The participants’ responses are captured on a 10- 
point sten score ranging from 0 to 9.
The items within the facets (108) were aggregated into a total score and further 
into dimensions (36), sections (12) and clusters (4). This allowed the researcher to 
examine the data at a broad or narrow level of the scale. The measure produced both 
raw, sten and competency potential (composite of facet scales) scores.
WAVE® Professional Styles has strong reliabilities (averaging r = 0.86) and 
optimized criterion-related validity through use of normative and ipsative (forced 
choice) response formats. The dual response format is implemented to stop people 
from guessing favourable response options. In fact, WAVE® Professional Styles has 
been validated extensively with managers and professionals, showing an average 
validity of 0.46. In fact, in comparison to other similar measures. Project Epsom (see. 
Chapter 2 for more details) showed that the WAVE® Professional Styles had the 
strongest relationship with both the criteria used in the study as compared to the 
other measures that were involved in the project. The study had a total of 308 
participants in the data collection that examined the WAVE® Professional Styles 
questionnaire alongside other similar measures that included the OPQ (a measure of 
the Great Eight competencies), Hogan Personality Inventory, 16PF5 and NEO-PI-R 
against the same job performance criteria, which in this case, the Saville global work 
performance and the SHL Great Eight work competencies that were assessed by 
external ratings as opposed to a self report.
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S a v i l le  S W I F T  A p t i tu d e  T e s t  ( S A A )
The criterion framework revealed a thinking ability component that is, 
‘analysis and strategy’. Therefore, for this criteria, the study adopted a cognitive 
ability test to measure this aspect of the leadership framework.
Swift Analysis Aptitude (SAA) is designed for use with managers, directors, 
professionals, technicians and graduates. The assessment measures critical reasoning 
through short verbal (6 minutes), numerical (6 minutes) and diagrammatic (6 
minutes) sub-tests and is suitable for all high-level roles (sourced from Saville 
Consulting website). For this study, the administration of the SAA measure was self­
administered and online formats. The following section provides the sub-scales and 
descriptions of SAA:
• Professional Verbal Analysis
Assess the ability to understand, interpret and evaluate written information
• Professional Numerical Analysis
Assess the ability to understand, interpret and evaluate data
• Professional Diagrammatic Analysis
Assess the ability to analyse diagrams, sequences and transformations
The scoring of the tool was based on the number of correct responses. The test 
generates a total score for the overall performance on the test and also the breakdown 
of scores according to the participants’ achievements on the verbal, numerical and 
diagrammatic sub-tests.
The Saville Consulting Analysis Aptitude Range handbook reported a 
reliability of .76 based on data collected from a group of 6,745 professionals and 
graduates in 2007. The concurrent validity from Project Epsom showed that the three 
sub-tests (verbal, numerical and diagrammatical) correlated with their matched 
criteria scales (0.48, 0.34, and 0.24, respectively).
M o tiv a t io n  to  L e a d  (M T L )
Another criteria identified as an underlying factor of leadership effectiveness 
relates to the notion of ‘motivation’ underpinned under the main theme of ‘role 
model’ and also another sub-theme of ‘leading by example’. In fact, the leadership
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framework placed this criterion central to the other criteria. This therefore provided 
justification for the inclusion of a motivation measure in the study.
The study adopted a self-report measure of motivation developed by Chan and 
Drasgow (2001) available in the public domain. In their research, they examined an 
individual’s motivation to lead as an individual-difference construct in determining 
leadership behaviours. Kirk and Van Dijk (2007) referred to the MTL measure by 
Chan and Drasgow as a type of measure for motivation rather than for the level of 
motivation.
The researchers defined MTL as a construct that “affects a leader or leader-to- 
be’s decisions to assume leadership training, roles and responsibilities and that affect 
his or her intensity of effort at leading and persistence as a leader” (Chan & 
Drasgow, 2001, p. 482).
The authors’ research found that MTL and general cognitive ability were 
unrelated. Though the researchers did highlight that this may be due to the range in 
restriction of the sample where the participants were required to have at least 
polytechnic qualification.
It is from the individual’s MTL construct that enable a predictive criteria to 
leader’s behaviours such as their morale, satisfaction or withdrawal and in turn 
indirectly affect leadership effectiveness. The researchers assumed that this MTL 
construct is relatively stable over time but can change to some extent in a learning 
process as leaders acquire experience and training.
The MTL was found to be of three different types that have their own unique 
set of antecedents. The three scales in the MTL measure developed by Chan and 
Drasgow included:
• Affective-identity MTL -  measures the extent to which individuals like to 
lead. A high score on this scale demonstrates that the individual enjoys 
leading and sees themselves as a leader.
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• Social-normative MTL -  measures the individual’s motivation to lead based 
on their sense of duty or responsibility. On this scale, those individuals with 
a high score show a motivation to lead because of the obligation.
• Noncalculative MTL — not calculative about the costs of leading relative to 
the benefits. Those who score high on this are people who do not consider 
the cost involved when leading.
Bobbio and Rattazzi (2006), Hamid and Krauss (2009) and Zoogah (2009) are some 
of the researchers that have used the MTL and found support for three dimensions of 
MTL proposed by Chan and Drasgow in an Italian, Malaysian and Africa context 
respectively.
The MTL is a 27-item self-report with a 5-point Likert scale ranging between 1 
(strongly disagree) and 5 (strongly agree), with 3 (neutral) at the mid-point of the 
scale. Each of the scales had a total of 9 items that included negatively marked items 
(see Appendix 5.2 for the measure). The researcher determined the total score for 
each dimension by aggregating the scores of items within each scale. The overall 
total score took the sum of the three MTL scales.
Chan and Drasgow reported that the MTL scales had generally good internal 
consistency reliabilities, with alpha coefficients between .65 and .91. Van Iddekinge, 
Ferris and Heffner (2009) reported the alternate forms reliability of .75 for the MTL 
scale. Bobbio and Rattazzi (2006) validation study of the MTL scale adapted in an 
Italian context also found satisfactory reliability and also validity with other scales, 
such as the Social Desirability and McClelland Scales on the reduced scale with 15 
items of the MTL measure by Chan and Drasgow.
Criterion measures
As for the validation data for the criteria, the research used the data derived 
from two sources. The study used in-house criterion data consisting of overall job 
performance ratings and individual competency ratings based on the in-house 
performance management system. In addition, the study collected criterion data 
using a 360° work-performance evaluation, Saville 360° Work Performance 
Evaluation (360 WPE) questionnaire. The following descriptions of each measure
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will include the background, administration, components and properties of the 
measurement.
I n - H o u s e  c r ite r io n  d a ta
The background of the human resource initiatives discussed in Chapter 3 
provided the context for the derivation of the job performance and competency 
ratings used as the criterion measures in this study. This section will elaborate in 
more detail on the criterion properties of the job performance and competency 
ratings.
The researcher obtained the criterion data from the process owner and 
administrator of the performance management system that is, the Human Resource 
Management Department. The researcher ensured that the data and participation 
were anonymised and kept confidential by assigning reference numbers to each of 
the participants. These were only accessed by the first researcher.
The above supervisory ratings were applicable to all employees in the 
organisation. Viswesvaran et al. (1996) found that supervisory ratings appear to have 
higher inter-rater reliability than peer ratings. The preliminary ratings assigned by the 
immediate supervisor but subjected to moderation discussions at departmental, 
sectorial and organisational levels. In relation to this, Mero and Motowidlo (1995) 
found that raters made to justify their evaluations are found to be more accurate in 
their ratings. Similarly, the performance appraisal in this organisation required the 
supervisors to defend the ratings given to their staff to the different levels of 
management in the moderation procedures.
Job performance ratings
The overall job performance ratings obtained from the performance 
management system represented the total weighted achievement level for all the job 
targets set between the supervisor and the member of staff on a 5-point scale. The 
calculation for the individual job target achievement rating consisted of the ratings 
(see Table 5.1) multiplied by the assigned weightage. While the aggregation of all 
the weighted ratings from the individual job target determined the overall
159
performance rating of the individual which can be a range between 1 and 5, with up 
to 2 decimal points.
Table 5.1. Performance ratings description
Rating Description
1 Significantly below expectation
2 Below expectation
3 Met expectation
4 Exceeded expectation
5 Significantly exceeded expectation
The ratings finalized after the organisational level moderation are the 
performance ratings of the individual for that particular year. The performance 
ratings for participants in this study were obtained from HRMD.
J o b  p e r fo r m a n c e  w e ig h te d  s c o r e
Another set of job performance data that was provided to the researcher by the 
organisation was a three-year weighted average of the job performance ratings, 
which is referred to as the performance weighted Score (PWS). The calculation of 
the PWS involves the performance rating scores of the individual for the past three 
years, which is weighted by a ratio of 30:30:40. The finalized score is a percentage.
Competency ratings
Currently, the organisation required executive jobs category to be assessed on 
all twelve competencies in the organisation. For the different job levels, the required 
competency level differs, with the higher position having a higher required level. 
Each competency level has a behavioural description compiled in an in-house 
reference document that is, competency dictionary. The competency rating obtained 
by the individual is a whole number on a five-point scale.
When assessing employees on their competencies, the employees are assessed 
as to what level the individual demonstrated the competency based on the description 
in the dictionary. The employee may have unmet (negative value), met (zero) or 
exceeded (positive value) the required competency level.
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The ratings finalized after the organisational-level moderation are the achieved 
competency ratings of the individual for a particular year. The researcher had 
obtained the competency ratings, which included the participants’ required and 
achieved level according to their position from HRMD.
Saville Consulting WAVE® Work Performance Evaluation 360 
(WPE 360)
Murphy (2007) commented that in research involving personality tests and 
criterion such as job performance, researchers often use self-reported measures. He 
commented that taking any self-report measure at face-value is bad practice as 
responses could be influence by contextual factors which is one of the weaknesses of 
this type of data. He suggested the use of multiple methods of ratings can lead to 
higher validities for some facets of performance than for others. On this basis, the 
study had another source of criterion measure for the validation study using the 360° 
assessment approach. This approach measures performance through self and other 
raters that evaluate the work performance of the individual. The other raters may 
include the supervisor, peers and subordinates of the individual. McDowall and Kurz 
(2008) highlighted that the involvement of several sources of raters in a 360° tool 
reduces bias and provide more accurate information on the individual in comparison 
to a single source.
The WAVE® Performance 360 developed based on the Saville WAVE® 
Model provides an integrated model of the criterion domain encompassing 
behaviour, ability and global effectiveness that can be linked to predictor aptitude 
and personality traits (Kurz, Saville & Maclver, 2009). The online completion for 
each rater takes approximately fifteen minutes.
The evaluation is based on an inventory featuring 36 behaviour items, six 
ability items and three global performance items that are each rated on a seven-point 
effectiveness scale, from ‘extremely ineffective’ through ‘unsure’ to ‘extremely 
effective’ (McDowall & Kurz, 2008).
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The performance 360° gives the raters’ aggregated assessment of the 
individual’s performance as well as information on the dimensions (36), sections 
(12) and clusters (4) levels of the WAVE® model. Maclver et al. (2006) reported 
that the scales in the 360° WPE, when matched to the 36 scales in Saville PS, 
showed a predictive averaging .21 (.39 corrected) and .25 (.46) for the matched 
competency potential dimensions in the Saville PS (cited in McDowall and Kurz, 
2008).
Matching of the measures
Generally, the criterion of leadership effectiveness, predictors and criteria 
measures involved were developed based on different contexts and frameworks. In 
addition, the predictors and criteria measures had different level of analysis. This 
range of measures enabled the research to study the criterion-centric approach to 
validation and at the same time examined validation based on measures from 
different models and structure.
The formulation of the a-priori hypotheses for the study involved three 
matching procedures. The first procedure involved the matching of predictor- 
criterion measures based on the leadership framework of the study. While the second 
procedure involved the matching based on measures developed on different models 
and structure. Finally, the third procedure produced a-priori hypotheses based on the 
same models that is, Saville predictor-criterion measures (see Table 5.2). The 
discussion will now elaborate on the matching procedures undertaken in the study 
that includes the research context, participants, procedures and findings.
Table 5.2. Overview of matching procedures
First matching Second matching Third matching
Measures Criterion framework: Saville PS: Saville PS:
Predictor - SAA, 
Saville PS and MTL 
Criterion -  In-house 
competencies
In-house competencies 360 WPE
Participants Researchers Independent individual Instruments scale 
& researchers
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First set of matching
The first procedure involved the identification of the measures that is, both the 
predictors and criterion measures for the individual criteria of leadership 
effectiveness. This led to the formulation of a-priori hypotheses based on the 
criterion framework in the study. The matching procedure involved the predictor 
measures; Saville PS (36 dimensions), SAA and MTL, and criterion measures; in- 
house competencies (12 competencies) to the criterion framework, in this case 
comprising of six criteria.
R e s e a r c h  c o n te x t
The matching procedures of the measures and the criterion framework 
depended on the information of the measures. The criteria generated from Phase 1 
consisted of a main theme supported by sub-themes, while descriptions of the Saville 
PS dimensions and in-house competencies were obtained from their respective 
manual/dictionary.
P a r t ic ip a n ts
Both the researchers involved in the study carried out the task of determining 
the relevant predictors and criteria measures of the leadership effectiveness criterion. 
Both researchers had experience and knowledge of either the in-house competencies 
or the Saville SAA and PS measures. The researchers’ background on these 
measures facilitated the matching of the measures to the framework.
P r o c e d u r e
The procedure involved several deliberation sessions between the researchers. 
The available content and descriptions of the predictor and criterion scales were used 
to determine the relevancy of the measure to the criteria.
The researchers assigned the cognitive ability and motivation predictor 
measures to the relevant criteria in the framework. Then, the procedure involved 
determining the measures for the remaining criteria of the framework, which used the 
Saville PS (36) scales. As for the validation criterion, the criterion measures for the 
framework used the in-house competencies data.
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For the Saville PS and criteria, there were a few scales that were deemed 
irrelevant to the criteria. For these scales, individual items were obtained from the 
developers and examined further, which led to the exclusion of the scales as markers 
for the criteria.
F in d in g s
Analysis and strategy criteria. The SWIFT Aptitude (SAA) is a cognitive 
ability measure and thus marked as the predictor of the criteria ‘analysis and 
strategy’, which is described with themes of cognitive and thinking elements. The 
researchers had determined that the definition of in-house competencies; 
‘organisational understanding’, ‘environmental awareness’, and ‘strategic insights’ 
corresponded best with ‘analysis and strategy’ criteria.
Since the study involved another predictor with measures related to cognitive 
skills that is, Saville PS, the study also included another set of predictor measure for 
this criteria. Several Saville PS scales classified under the ‘thought’ cluster of the 
measure were identified as markers for the criteria (see Table 5.3).
Motivation element in the Role model criteria. The study adopted the MTL as 
the predictor measure of motivation. This is due to the measure designed specifically 
to measure motivation alone, as opposed to the Saville PS, in which motivation was 
integrated into numerous scales. Having identified the predictor measure for these 
criteria, the researchers determined the matched criteria measure from the in-house 
competency model that is, ‘act for greater good’.
Other criteria in the framework. The measures for the other criteria -  
‘execution’, ‘resilience and composure’, ‘supportiveness’, and ‘interactions with 
others’ -  were derived from the other predictor measure involved in the study that is, 
Saville PS scales. Overall, the remaining criteria used a total of 29 scales of the 
Saville PS. The sub-scales used are those indicated in Table 5.3, while the scales not 
used included; challenging, change oriented, conforming, enterprising, principled.
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rational, self-promoting. The researchers examined the items within these scales and 
found that they were not representative of the criteria.
Table 5.3. A-priori Hypotheses o f First Matching
Hypothesized relationship Markers
In-house Competencies Criterion
Framework
PREDICTORS (Saville 
WAVE® PS Dimensions, 
SAA & MTL)
Organisational Understanding 
(OU)
Environmental Awareness (EA) 
Strategic Insights (SI)
Analysis & 
Strategy
SWIFT Aptitude (SAA) 
Strategic, Abstract, 
Inventive, Practically 
minded. Learning oriented. 
Insightful, Factual, 
Analytical
Empowerment with 
Accountability (EWA) 
Drive for Excellence (DFE)
Execution
Purposeful, Directing, 
Striving, Meticulous, 
Reliable, Organised, Self- 
assured
Self Confidence (SC) 
Emotional Maturity (EM)
Resilience & 
Composure
Positive, Composed, 
Resolving, Activity 
oriented. Dynamic
Team Leadership & Alignment 
(TLA)
Teamwork & Collaboration
Supportiveness Attentive, Accepting, 
Involving, Empowering
(TO
Influencing & Managing 
Stakeholders (IMS)
Leveraging on Strategic 
Relationship/Networking (LSR)
Interactions with 
others
Engaging, Interactive, 
Convincing, Articulate, 
Receptive
Act for Greater Good Role Model Motivation To Lead (MTL)
Second set of matching
In the previous Chapter 4, the comparison of the criterion framework with the 
two models that is, Saville WAVE® and in-house competency model, showed 
similarities at the broad structure of the components in the model (see Figure 4.5). 
Based on the congruence of the models, this research also examined the a-priori 
hypotheses of the two measures from different model. The research included a 
second set of matching focused specifically on the Saville PS measure and the in- 
house competencies in which the matching used a logical judgment method. The 
methodology of previous similar studies such as Bartram’s (2004) criterion-centric 
approach to validation and Warr’s (1999) logical judgment method (Warr & Pearce,
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2004; Hogan & Holland, 2003; Warr & Hoare, 2002) had guided the approach 
adopted in this stage to examined the predictor and criterion relationship.
R e s e a r c h  c o n te x t
The researcher conducted the logical judgment study in February 2010. It took 
over two months to finalize the findings involving the data collection to the 
completion of the conceptual concordance matrix. The study involved a 
questionnaire completed by subject-matter experts from Malaysia and the United 
Kingdom who had individually rated the questionnaire in their own time.
P a r t ic ip a n ts
The subject-matter experts involved in this study had background in human 
resources or occupational psychology. The three Malaysians who participated in this 
part of the study worked in the organisation setting in the Human Resource 
Management Department and well versed in the in-house competencies. The other 
three participants recruited in the United Kingdom, consist of independent 
individuals pursuing PhD programmes and with background experience in 
Occupational Psychology. In addition, the researchers of the study were also 
involved in the latter stage of the analysis of the matching exercise to the finalization 
of conceptual ratings for the matrix.
P r o c e d u r e
In developing the questionnaire for the purpose of examining the overlap in 
concepts between the two measurement models involved, the level at which the 
pairing was done was taken into consideration. The Saville PS predictors had four 
levels of analysis available (clusters 4, dimensions 12, sections 36, facets 108), while 
the criteria for in-house competencies had only two (cluster level 4, competencies 
level 12). The structure of the model confined the possible matching procedures. 
This was mainly due to the structure of the in-house competency model that did not 
permit an analysis at a level, which would allow a more finely grained analysis than 
using the twelve competencies. Therefore, the study examined the matching at a 
level where the in-house competencies (12) were matched with Saville PS at an equal 
in number that is, dimensions (12) and also against the refined sections (36) of the
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measures. The researcher recognises that the matching exercises was thus 
undertaken at a broader level than in the study by Warr (1998), however the 
pragmatic limitations of the data available necessarily limited the level of detail 
possible.
This conceptual overlap examined every possible predictor and criteria 
combination. This meant that for the matching exercise, respondents had to the 
matching with predictor and criteria pairing in the opposite manner. The respondents 
rated a total of 488 pairs of the Saville predictors and in-house criterion of the 
conceptual overlap between the pairs. The study involved three respondents each 
from Malaysia and the UK, therefore three versions of the questionnaire were 
distributed, in which the sequence of order between the pairs presented in a different 
order.
Basically, the respondents were presented with a series of concepts from the 
two models and asked to rate the pairs with regard to their association and the degree 
of mutual implication between them, in other words the extent of the presence of one 
concept being a consequence of another by virtue of their meaning. The instructions 
also included a reminder to respondents to rate the concepts based on the 
understanding of the meaning and not in reference to any individuals.
The rating scale for the questionnaire ranged of between zero (0) and two (2), 
with negative values up to negative two (-2) included. The value of zero indicates no 
association between the pair. This meant that the items between the two were not 
relevant to each other. Positive values of one (+1) represent a partial implication and 
values of two (+2) a direct implication, which meant that the direction of the 
implication between the two items is in the same direction for example, if item A in 
the predictor scale increase/decrease, then item B in the criterion also 
increase/decrease. If the rating of overlap is negative, this indicated an opposite 
direction of implication between the two items. This meant that the pairs have an 
inverse relationship for example, if item A in the predictor scale increased, then the 
matched criterion decreased (see Appendix 5.3 for logical judgment questionnaire).
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As an example, a direct implication means that the possession of ‘strategic thinking’ 
competency as it is defined leads to also an increase in the ‘strategic insight’.
The study acquired the participants’ agreement to complete the task before 
sending out the questionnaires. The questionnaires were sent to the respondents in 
Malaysia via email, while the respondents in the UK had been given a hardcopy. The 
researcher requested that respondents complete and return the questionnaire within 
one month’s time.
After the respondents returned the questionnaires, the researcher tallied the 
ratings. For predictor-criterion pairs that did not reach a consensus that are, fewer 
than three raters agreed with the same rating, the researchers re-examined the pairs. 
The researchers resolved the discrepancies and finalized the scores for the conceptual 
overlap.
The study included a second iteration of the logical judgment process. This 
time, the matching exercise involved the examination of the pairs between the two 
models at a different level with, Saville PS measures at sections (36) level and in- 
house competencies (12). The researchers had done the ratings for this round of 
matching. At this point, based on the previous round of matching, the familiarity of 
the researchers with the predictors and criteria involved work at an advantage to the 
study as the understanding of the items within the measures that better facilitated the 
researchers to assess the conceptual overlaps for the pair of predictor-criterion.
The matching exercise adopted the similar procedure to the previous round in 
terms of a questionnaire approach and rating scales. The two researchers separately 
assessed the conceptual overlap between predictors and criteria total of 432 pairs. In 
this exercise, the bidirectional implications between the pairs were also included in 
which the raters examined the conceptual overlaps of 864 pairs individually.
Any discrepancies in ratings for the pairs with more than one point on the scale 
were resolved with further deliberation and discussions between the two raters. The
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researchers carried out the procedure until the pair had a consensus score. The study 
used the final agreed values for each pair for the conceptual concordance matrix.
D a ta  a n a ly s is
The data analysis involved the examination of the level of agreement between 
the raters. The researcher conducted a statistical analysis using the SPSS reliability 
test in this case, a two-way mixed model ICC single measure intra class correlations 
to determine the inter-rater reliability.
The frequencies of the conceptual concordance ratings from the questionnaires 
were tallied. Finally, the ratings were used for the conceptual concordance matrix, 
which in this case, a 36 x 12 matrix, to formulate the a-priori hypotheses for the 
study.
F in d in g s
Preliminary analysis
The ratings done by the six SMEs on the predictor-criterion pairs in both 
directions were aggregated. The analysis showed that a large number of the predictor 
and criterion pairs (89 from 244 pairs, i.e., 36%) did not reach a majority agreement. 
The inter-rater reliability statistical analysis also showed a very low level of 
agreement (r ice = .46, p  < .001). Even the inter-rater reliability test conducted 
according to the location of the SMEs that is, Malaysia and the UK also showed a 
low level of agreement.
The researcher had examined the ratings provided by the participants and also 
asked for feedback on the exercise. One of the reasons for the lack of consensus in 
the ratings may be due to the fact that the descriptions of the criteria involved were 
broadly phrased and thus encompassed several elements, as opposed to defining very 
clear behaviours. For example, the in-house competency '‘influencing & managing 
stakeholders' was defined as:
“implies an intention to persuade, convince, influence, or impress others 
(individuals or groups) in order to get them to go along with or to support X ’s 
agenda. The “key” is understanding others, since this competency is based
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on the . desire to have a specific impact or effect on others where X has a 
specific type of impression to make, or a course of action that it wants the 
others to adopt”.
Even though the title and definition provided a reference to a specific 
competency, the definition entails several behaviours and traits indicators related to 
the competency. This may have led to differential ratings when matching with a 
predictor scale due to varying foci for interpretations between raters for the matching 
of descriptions. Thus, given the low inter-rater agreement between the raters that 
were involved, the study did not adopt the ratings from this exercise for the 
conceptual concordance matrix.
Main analysis
The ratings done by the two researchers on the predictor-criterion pairs in both 
directions were aggregated. The ratings of conceptual concordance of the 432 pairs 
(864 pairs in both direction) done by the raters were analysed. Then, the total score 
of the conceptual concordance for each pair was calculated on a seventeen-point 
scale ranging from -8  to +8. For example, the logical overlap between ‘convincing’ 
and ‘influencing and managing stakeholders’ received a rating of +4 in both 
directions by both raters. ‘Organise’ and ‘self confidence’ received ratings of +1, 
which indicated conceptual overlap, but at the lowest value in both directions for 
both raters.
Descriptive statistics and inter-rater reliability
The analysis showed the degree of agreement among the raters for the total 864 
pairs of predictor-criterion to be an acceptable level, with an alpha coefficient of 
r ice = .76 (p < .001). From the possible combinations between the predictor Saville 
PS and criterion in-house competencies, only 96 of the 864 individual ratings (11 
percent) provided by the raters differed by more than one point on the nine-point 
rating scale.
Conceptual concordance between Saville PS and In-house competencies
Out of the 432 possible combinations of scales in the Saville PS and in-house 
competencies, a total of 106 pairs (24.5 percent) were deemed not relevant to each
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other. Another 208 pairs (48 percent) received total ratings values between -/+3 and 
-/+4, indicating low level in conceptual overlaps.
Table 5.4. Frequency of conceptual concordance ratings
Conceptual Concordance Ratings
-8 & -6 & -4 & -2 & 0 1 & 3 & 5& 7&
-7 -5 -3 -1 2 4 6 8
% 0 0 1.9 9.5 24.5 38.7 16.4 5.8 3.2
Freq 0 0 8 41 106 167 71 25 14
Also, it can be observed that the evaluation of the conceptual overlap between 
in-house competencies and Saville PS pairs revealed some of the Saville PS scale as 
having strong conceptual overlaps with more than one of the in-house competencies. 
For example, the strategic scale of the Saville PS had strong conceptual overlaps 
with ‘act for greater good’ and ‘strategic insights' as both pairs had the highest level 
of conceptual concordance rating that is, a value of eight (8). The researchers did 
further deliberation on the predictor scales and in-house competencies with multiple 
overlaps but still found scale overlapping with more than one competency. Based on 
the evaluation and the outcome from previous round of matching, the usage of the 
scales to more than one of the in-house competencies was unavoidable given that the 
description encompassed more than one behavioural indicator.
The study had used the ratings obtained from the conceptual concordance of 
each of the predictors and criteria pairs for the conceptual concordance matrix. While 
the formulation of a-priori hypotheses used the highest ratings of conceptual overlaps 
that is, pairs with conceptual concordance values of between five (5) and eight (8). 
This meant that these pairs showed higher correlations in comparison to other pairs. 
Table 5.5 provides the hypothesized relationship between the Saville PS scale and 
the in-house competencies based on two or three scales that received high conceptual 
concordance ratings.
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Table 5.5. A-priori Hypotheses for Second Matching
In-house competencies Hypothesized Relationship with 
Predictors
Act for Greater Good • Strategic
• Articulate
• Principled
Strategic Insights • Analytical
• Insightful
• Strategic
Drive for Excellence • Insightful
• Reliable
• Striving
Self Confidence • Self-assured
• Composed
Emotional Maturity • Attentive
• Involving
• Engaging
Empowerment with Accountability • Empowering
• Accepting
Team Leadership & Alignment • Directing
• Empowering
Teamwork & Collaboration • Involving
• Engaging
Influencing & Managing • Convincing
Stakeholders • Engaging
• Articulate
Leveraging on Strategic Relationship • Convincing
• Articulate
• Interactive
Organisational Understanding • Insightful
• Attentive
Environmental Awareness • Analytical
• Challenging
• Striving
172
Third Set of matching
The study also included another set of criterion data for the validation study 
that is, WPE 360. This enabled the research to examine the predictor-criterion 
relationship (Saville PS and the 360 WPE data) on measures developed from the 
same model and used as a comparison with the other predictor-criterion procedures.
In this case, the predictor-criterion measures were both based on the WAVE®
model. The hypothesized relationship were based on the Saville PS and the 360 WPE
twelve competency potential scores pairs. This included matching the scores of the
predictor-criterion for the following scale:
Evaluating Problems 
Making Judgments 
Creating Innovation 
Communicating with People 
Presenting Information 
Providing Leadership 
Projecting Confidence 
Adjusting to Change 
Providing Support 
Executing Assignments 
Structuring Tasks 
Achieving Success
5.5. Discussion
The outcome from this stage included: i) identification of the measures for the 
criterion framework, and subsequently ii) matching procedures between the 
measures. In this case the three different matching exercises enabled a comparison of 
the procedures.
One-on-one prediction fo r  validity. Firstly, based on the leadership 
effectiveness criteria found in the previous phase, the different components 
demonstrated that in terms of measuring leadership effectiveness, it was necessary to 
use different measures for different components. The adoption of several predictors 
and criteria was based on previous research in this field (Pulakos et al., 1988; 
Bartram, 2004).
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The study demonstrated that the differentiated criteria of the criterion 
framework can be matched directly to different types of measure for each component 
of the framework. The components enabled the one-on-one predictor and criterion 
measurement required for the study. Henceforth, a better measurement model of the 
criteria as the predictor and criterion relationship had specificity in measurement. In 
the first round of matching, some of the predictors were clearly linked to the criteria 
for example, analysis & strategy with SAA or the element of motivation in role 
model with MTL. For the Saville PS, a few scales in the measure had been assigned 
to the relevant criteria that represented the predictor measures. The study adopted 
this procedure; similar to the ‘marker’ scales in Bartram study where he identified 
three relevant scales as a representative score for each of the Great Eight 
competencies. Also, the matching of the local criterion with the twelve competencies 
validation criteria resulted in the clustering of the competencies. The examination of 
the link between the predictors and the criteria utilized the composite scores for each 
of the criteria (e.g., Barrick & Mount, 1991; McHenry et al., 1993).
Most specific level for matching. The first round of assessing the logical 
implications between the pairs resulted in lack of inter-rater reliability. This showed 
the importance of assessing the pairs at the finest level. However, such information 
may not be available. The in-house competencies used in this study showed that the 
definition included several behavioural indicators. Therefore, when assessing for 
logical implication, this led to various interpretations as evident in the lack of inter­
rater reliability. This shows that the specificity of predictor and criterion constructs to 
be an important element in order to facilitate a more accurate linkage.
Multiple scale overlaps in predictor measure with the criterion. The results of 
the logical judgment also showed that some scales were applicable to more than one 
criteria. The researcher concluded that the overlap to be acceptable and also used for 
the a-priori hypotheses. Bartram (2004) also found a similar situation in his study, 
where conscientiousness in the Big Five includes both dependability and 
achievement. As a result, Bartram found that the relationship between the Great 
Eight competencies and the Big Five not to be exact and concluded that a clearer
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pattern could have been obtained if some of the aspects of the Big Five had been 
differentiated clearer.
Prediction based on same model, high relevance. The study found that the 
most straightforward matching to be of the matching between scales from the same 
developer that is, Saville PS and 360 WPE measure. Both models were developed 
based on the same model and had produced identical scales for the matching. The 
clarity of the relationship meant that the association was stronger in comparison to 
the other two matching exercises. However, in validation studies, scales from the 
same test developers have often been highlighted as a research limitation with regard 
to the aspect of generalizability (Bartram, 2004).
5.6. Research limitations
The research limitations for this part of the study can be examined first on the 
measures that were chosen and secondly on the three matching procedures.
Situational specificity. In terms of the measures used, one limitation is the 
usage of only Saville measurement for the trait-based components. Research has 
shown that personality/trait-based measures may be subjected to the context. In this 
case, the Saville tools have not been validated in Malaysia. Nevertheless, the 
measures have been validated in the UK, US and international group (Saville 
Consulting Wave Professional Styles Handbook).
Raters involved in the matching procedures. The researchers were identified 
as raters in the first round of matching and also in resolving discrepancies in the 
second round. Previous research had encouraged the usage of independent raters 
and more raters for more deliberation of the pairs’ theoretical linkages (Robertson & 
Kinder, 1993; Warr 1999). However, in this study, the involvement of the 
researchers as raters was necessary to ensure a clearer understanding of the concepts 
that were limited in information.
More logical judgment methods for matching procedures. Another research 
limitation relates to the adoption of the logical judgment method. In this study, only
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the Saville PS and in-house competencies matching had adopted this methodology. 
The matching of the predictors and criteria to the criterion framework did not adopt 
this methodology. Adopting such a methodology provided a more systematic 
approach hence better scrutiny of the pairs’ linkages (Warr, 1999).
Availability o f  information o f  the measures. This part of the study also 
encountered another limitation relating to the availability of information of the 
measures. The definition of the in-house competencies was restricted to only a 
description of the competency. This affected the matching of the Saville PS and in- 
house competencies as the description had numerous behavioural indicators 
underpinning the competency in which the description could not be broken down 
further.
5.7. Implications for the next stage of the study
The next stage of this research collected data using the measured that had been 
identified in this stage of the research and also tested the extent of the a-priori 
hypothesized relationships found in this stage. The study examined the predictor and 
criterion hypothesized relationship in the empirical data collected.
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Chapter 6 
Empirical Study: Phase 2
6. Stage 2 - Assessment of Predictors and Criteria : Data
Collection
This chapter focuses on the data collection for Phase 2 based on the measures 
identified and discussed in the previous chapter. The assessment of the identified 
predictors and criteria were divided into two parts: Part A involved the data 
collection for the predictor measures that is, Saville SAA, Saville PS and MTL 
questionnaire); and Part B in a later stage of the study that involved the data 
collection for the criteria measure that is, in-house job performance and competency 
ratings and 360° ratings [WPE 360]. Discussions of both parts of the data collection 
include the research context, participants and procedures. Then, the chapter presents 
the preliminary data analysis of the data collection of the measures involved. The 
chapter concludes with a discussion and the research limitations for this part of the 
study.
6.0. Part A: Predictors 
Research context
The researcher collected data in the same organisation in which Phase 1 took 
place during the previous year. The conduct of the study in the same organisation 
was necessary for validating the criteria found in the previous phase. The 
organisation did not have any change to human resources processes of the 
performance management system and in-house competencies relevant to the study 
during the time lapse between the previous part of the study and the data collection 
of the studies in this phase.
This study constituted the data collection of the predictor measures conducted 
between July and early September 2009. The researcher made a strategic decision to 
time the data collection a few months before the organisation’s performance 
appraisal review cycle. By doing so, the employees had more likelihood to
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participate in the study as this period did not coincide with the performance review 
activities that involved all the staff in the organisation. The execution of the data 
collection also took into consideration the organisation’s assessment procedure for 
the executive position. For example, managerial and above job level were subjected 
to several assessment measures for development purposes that involved themselves 
and other employees such as the 360° assessment of competencies and leadership 
styles.
The researcher collected predictor measures on an online platform that is, 
Saville SAA, Saville PS on the test provider platform named Oasys and MTL 
questionnaire on a survey platform; Surveymonkey, in which the accessibility of the 
tools had been through a web address link.
Participants
The study targeted the organisation’s executive job level that is. Senior 
Executive, Manager, Deputy Director and Director, excluding the top management 
positions, from the three broad job families (Core Policy, Core Operations and 
Corporate Support).
After several email invitation attempts sent to executive staff throughout the 
bank for recruiting respondents, a total of N = 190 participants took part in the 
assessment of the predictors. Participants were successfully recruited from the 
managerial and senior executive job levels. Efforts to recruit Deputy Directors and 
Directors resulted in only a small number (n = 6) of participants and therefore this 
job level was excluded in the data analysis of the research.
The completed tasks for each of the predictors involved different numbers of 
participants. The total number of participants recorded for each tool; SAA (n = 139); 
Saville PS (n = 182), and MTL (n = 140). The breakdown of the sample according to 
job level and tools completed is shown in Table 6.1.
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Table 6.1. Participants for predictor measures
Manager
(MGR)
Senior
Executive
(SE) Total
Professional Styles (PS) 51 131 182
Swift Aptitude Analysis (SAA) 36 103 139
Motivation to Lead (MTL) 35 105 140
Participants had to complete at least one of the predictors measures and also 
have criterion data to be included in statistical analysis.
Procedure
The Human Resource Management Department provided the researcher with a 
staff list containing the department information of staff. This was used to distribute 
email invitations on an individual basis to potential participants using internal mail. 
The researcher sent out email invitations at several points during this data collection 
period and stopped sending emails only when the response rate was adequate, in this 
case, the target of around of 200 participants. A total of over 1,000 emails were sent 
out by randomly selecting the names of staff from the list sorted according to 
departments (70 per cent of the total population of the executive group). The study 
attempted to increase response rate by sending follow-up with the email invitations 
to the sample. The researcher received positive responses indicating agreement to 
participate from over 252 individuals (25 per cent of the total emails sent out). The 
response rate for the study may seem low in comparison to other quantitative study. 
However, this piece of research is non-mandatory and as there is no formal prescribe 
standard of response rate for quantitative study, the response rate obtained in this 
study is argued to be acceptable (see Pennisula Research & Development Support 
Unit). In addition, this study was an independent piece of research conducted in the 
organisation, which meant that staff may have overlooked the email invitations.
The email invitation sent out to participants included information about the 
researcher and about the background and purpose of the study. Participants were 
invited to complete the three measures (Saville SAA, Saville PS and MTL) online 
and informed that they were able to do so at their convenience. The email also 
contained brief information and an indication of the time needed to complete the
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tasks. If the staff agreed to participate, they replied the email and the researcher 
contacted them with information about completing the questionnaires. The email 
indicated that participants had to complete the questionnaires and in turn received a 
comprehensive customized report on the Saville SAA and Saville PS that can be 
beneficial for their own self development purposes. The invitation also assured the 
participants that the data collected was confidential and that only used for research 
purposes. Contact details of both the researchers involved were also included in the 
email invitation (see Appendix 6.1 for email invitation).
When staff replied to the researcher indicating their interest to participate, the 
researcher contacted the participant again via email with the next course of actions 
for the three tasks. First, the participants were told that a computer-generated email 
containing the username and password details to access the two Saville instruments 
(SAA and PS) would be sent to them following this email. While the link for the 
MTL questionnaire was indicated in the email. The email had emphasized that the 
participation required them to complete all three tasks and that if they encountered 
any technical problems, they can contact the researcher (see Appendix 6.2 for 
researcher's email reply to staff that indicated interest to participate).
Once the participants were registered into the Oasys platform by the researcher, 
the respondents were able to self-manage the completion of the PS and SAA 
questionnaire. After logging on to the Oasys using the username and password 
provided, the participants had access to both the measures. For the Saville PS, when 
participants clicked on the link in the platform, the instructions and examples were 
given to participants. This also included practice questions before the respondent 
began completing the task. Participants had the option to continue the questionnaire 
at any point if they had been interrupted or stopped. For the SAA, the task also 
started with instructions, examples and practice questions for respondents. However, 
instruction of completion of the SAA included details that the assessment is timed 
and can only be attempted in a single sitting.
Through the Oasys platform, the researcher monitored the completion rate of 
the respondents on the PS and SAA. The two tools for each of the participants had an
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indicator of ‘Started’ or ‘Completed’ (see Appendix 6.3). The researcher played the 
role of reminding participants to complete the tasks. Also, the researcher acted as the 
reference point for participants if they encountered any problems. The monitoring 
showed that several participants for SAA required the researcher to reset the SAA 
questionnaire. Participants requested the researcher to reset the SAA task or, upon 
monitoring the completion rate, the researcher queried whether they needed a reset, 
as the indicator of their SAA in the system was stagnant at ‘Started’. The researcher 
observed that the assessment had to be reset mainly due to the participants not able to 
continue as they were interrupted and the time limit had expired.
For the MTL, the researcher monitored the completion rate separately on a 
different platform. Again, the researcher followed the same procedure for monitoring 
the progress of completion rate and several participants were found not to have 
completed the questionnaire. The researcher sent several emails to the participants to 
remind them to complete the task.
The researcher monitored the completion of those who had agreed to 
participate on a daily basis. Several attempts were made by the researcher to remind 
those who had agreed to participate to begin the tasks and to ensure that they 
completed all three measures. Despite such efforts, from the 252 individuals that 
gave a positive response, the total number of participants who completed at least one 
of the measures was 173.
When respondents had completed the SAA or PS, the researcher triggered the 
Oasys system to generate and send an email notification of the participants personal 
report. Respondents were able to access the personal results and report based on the 
responses. The reports were generated from the Oasys platform and made available 
for respondents to view, print or download using their username and password. In 
addition, participants that had completed all three measurement tools were given a 
small token of appreciation that is a flash drive.
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6.1. Part B: Criteria 
Research context
The researcher had conducted the study involving the assessment of the criteria 
over a period of three months during the first quarter of 2010. The in-house job 
performance, which included the most recent performance ratings and an average 
weighted rating (PWS), and competency ratings were obtained from an existing 
source of data provided by the Human Resource Management Department. The 360 
Work Performance Evaluation (360 WPE) criteria required another round of data 
collection. The researcher timed the data collection for the in-house data to be after 
the completion of the organisation’s performance review for 2009, while the latter 
criteria data collection started after the performance planning activities for 2010. 
This strategic decision ensured a potentially higher rate of participation, as the period 
did not coincide with the performance planning activities involving all the staff in the 
organisation.
Participants
The data collection for this part of the study had only been applicable for the 
participants that had partaken in the previous data collection of the predictor 
measures. The type of criterion data for the participants consisted of: i) in-house job 
performance ratings, ii) in-house competency ratings and iii) 360 WPE. The 
breakdown of the sample with criterion data based on the job level is shown in Table
6.2 .
Table 6.2. Participants with criterion data
Manager
Senior
Executive Grand Total
Job Performance Ratings 48 123 175
Competencies Ratings 49 126 175
360 WPE NA 26 26
Procedure
The data gathering of the criteria involved two procedures from two sources of 
data that is, existing data and also a 360° performance evaluation that required 
additional data collection.
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The first set of criteria involved the organisation’s performance appraisal job 
performance and competency ratings. The researcher sourced the data from the 
Human Resource Management Department, who were the process owner of the 
performance appraisal system in the organisation. The researcher requested the 
record of the list of names of participants who had completed at least one of the 
predictor measures. The data extraction from the performance appraisal system was 
done by a personnel officer in the organisation’s HRM department and took over two 
months. The researcher obtained the ratings in a spreadsheet and anonymised the 
data to ensure the confidentiality of the individuals involved.
For the second set of criterion data, the procedure for the 360 WPE data 
collection involved sending email invitations to the participants. In the email, 
participants were informed of the tool and the 360° approach that required their 
participation (see Appendix 6.4 for email invitation). Participation entailed 
respondents to complete a self-evaluation and nominating raters (boss, peers, and/or 
subordinates) to evaluate their work performance. The participants were asked to 
approach and remind their nominated raters to complete their evaluations. In return 
for any completed questionnaires, the researcher generated a personal report that can 
be used for their self development. Those who agreed to participate replied to the 
researcher and participants with nominated raters also provided the raters’ names and 
email addresses.
To increase the number of participants, the researcher gave the participant the 
option to complete only the 360° tool and also did not put any minimum requirement 
for the number of nominated raters. However, the researcher did emphasize the 
benefit of having more raters and also informed participants that they would be able 
to add raters at any point during the data collection. Despite several email invitations 
being sent out a few times to the list of participants that had taken part in the 
previous study involving data collections of the predictors, overall participants that 
replied positively were small in number.
183
Upon agreement to participate, the researcher set up the measure in the Oasys 
platform. Participants and their raters (if any) were sent an email of the tasks that 
they needed to complete. The respondents completed the questionnaire online at their 
own convenience. Participants and raters had the option to continue the questionnaire 
at any point if they had been interrupted or stopped.
The researcher monitored the completion of those who agreed to participate on 
a daily basis. Several attempts were made by the researcher to remind those that 
agreed to participate to complete the task and also to ensure that their nominated 
raters completed the measures.
When the participant and raters had completed the WPE, the researcher 
triggered the Oasys system to generate and send an email notification to the 
participants regarding their personal report. The respondents were able to access the 
personal results and report based on the responses. The reports were generated from 
the Oasys platform and made available for respondents to view, print or download 
using their username and password. Participants were also given a token of 
appreciation by the researcher, a book voucher.
Data analysis
The data analysis for this part of the study focuses on the data collection of the 
measures. The predictors and criteria involved were analysed to check any 
abnormalities in the data. The descriptive statistics (e.g., mean, standard deviation, 
range, skewness and kurtosis) based on the measures can be found in Appendix 6.5. 
For the Saville measures (SAA and Saville PS), the individual scale norms were also 
checked against the appropriate norm groups for any discrepancies.
Then, the data analysis included an examination of the normal distribution of 
the data set. This enabled the determination of the appropriate statistical tests that is, 
parametric or non-parametric tests for the variables in the latter stage of the study. In 
an effort to increase the normality of the data, in this case the in-house competencies, 
the data (z-scores) were transformed using the loglO method highlighted by Field 
(2005). Nevertheless, the normality of the data did not improve the distribution of
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the data set and therefore the study determined the relevant statistical tests before 
running the data analysis.
Findings
The findings from the study include a preliminary analysis on all of the data 
collected for the measures.
Criterion data correlations. The correlations between data were examined for 
all types of criterion data. Table 6.3 shows the association between the in-house 
competencies and the job performance data. Job performance ratings, three-year 
weighted average rating and a total of in-house competencies had high levels of 
correlation, indicating that, to a certain extent, these criterion measures are related.
Table 6.3. In-house criterion data.
M SD 1 2 3
1. Peformance Ratings 3.91 .26 .90**
18
.46**
17
2. Weighted Performance Score 78.14 5.02 .45**
17
3. Total In-House Competencies
599.38 101.97
**/?<.01
The study had only managed to collect a small sample of 360 WPE (n = 26). 
The data analysis examined the correlation of the total scores of the 360 WPE with 
the in-house competencies and found r = .45,/» < 0.05.
Table 6.4. Saville 360 WPE and in-house criterion data.
M SD JP PWS In-houscCompetencies
Applying Specialist Expertise 51.88 7.57 -.14 .21 .11
Accomplishing Objectives 54.35 6.16 .06 .19 .45'
Demonstrating Potential 50.85 9.33 .21 .43’ .15
< .05
Inter correlations. Next, the data analysis focused on more specific details of 
the criteria that is, the intercorrelations of variables of the criteria of in-house 
competencies and the Saville PS sub-scales predictors. The study found the 
intercorrelations for the in-house competencies to be high. The average
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intercorrelation between the in-house competencies r = .67. The average 
intercorrelation between the scales of the Saville PS predictors r = .23.
Factor analysis. Upon further examination of the data, the factor analysis 
conducted showed that the in-house competencies criterion of a single factor that 
accounted for 72.44 percent of the variance of the criteria, while the factor analysis 
of the Saville PS predictor showed evidence of four factors accounting for 70.31 
percent. The analysis revealed that the number of factors extracted from the predictor 
coincided with the number of clusters of the Saville WAVE® model (i.e., four). 
Both of these preliminary analysis provided confidence in accordance to the intent of 
the tool. The results of the intercorrelations and the factor analysis are attached in 
Appendix 6.6.
6.2. Discussion
The intercorrelations and the factor analysis revealed that the in-house 
competencies were highly correlated amongst each other and loaded onto only one 
factor. The findings were similar to the findings of Bartram (2004) on the Great 
Eight criterion-centric approach to validation study. He indicated that the high 
average intercorrelations with criteria involving ratings by line-managers as not 
surprising and that the independence between the predictors of the Great Eight 
competencies that was important. In this case, the predictor Saville PS managed to 
show more differentiated factors with less intercorrelation between the scales, as 
suggested by Bartram (2004).
6.3. Research limitations
The research limitations that were experienced in this part of the study can be 
divided into two main issues: participants and measures that were involved.
Participants. The participants were mostly from the job categories of Senior 
Executives and Managers. The research was unsuccessful at recruiting the senior 
officers, who constitute the higher-level management of the organisation.
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This raises a concern with regard to the range restrictions of the ratings of the 
in-house competencies, as this criterion has a required level, which resulted in the 
observed mode of the data according to the competency requirement of the job levels 
and therefore restricted the range. This has also implications for the interpretation 
and use of the data. As characteristics of more senior leaders are not available, it is 
difficult to draw conclusions about the capabilities that those at more junior levels 
need to acquire to grown into more senior roles.
Sample size. The research did not achieve the total number of participants as 
anticipated. Despite efforts to prolong the data collection period and numerous 
attempts to reward participants, the number of participants fell short of the target N = 
200 .
Also, for those that participated, the number of participants that completed the 
measures differed from one tool to another. The criterion data for the 360 WPE was a 
small sample of twenty-six. This raises concerns in relation to the data analysis and 
interpretation of the results.
Measures. Criterion data from the organisation were obtained from the 
performance management system. The researchers were unable to exercise control of 
the way it was collected and accepted the data provided, as it is bearing in mind the 
performance management system procedure information that produced the ratings.
These research limitations must be recognized in interpreting the data analysis 
in the following chapters.
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Chapter 7 
Empirical Study: Phase 2
7. Stage 3 - Validation Analysis: A-priori Hypotheses
Testing
This chapter examines the analysis of the three set of a-priori hypotheses for 
the predictor-criterion measures based on: i) criterion framework matching, ii) 
logical judgment method, and iii) measures developed on the same model; 
formulated in the previous chapter for the sample collected. The chapter presents the 
data analysis -  mainly correlation analysis, and elaborates on the findings and 
discussion for each set of predictor-criterion matching procedures. As part of 
meeting the research project objectives, the chapter provides a comparison of the 
three findings and discusses some key issues relating to validation study that adopted 
different matching procedures in implementing the criterion-centric approach to 
validation. Finally, the discussion focuses on one of the emerging themes from the 
data analysis in this stage that is cognitive ability, in which additional analysis were 
conducted with this criterion measures. This final data analysis concluded the Phase 
2 and the next chapter provides a discussion on the overall study including the 
research limitations.
7.0. Overview
Having collected data using the predictors and criteria measures identified for 
the research, the study moved into the data analysis stage examining the a-priori 
hypotheses that included the criterion-centric approach to validation.
The discussion of this part of the study is presented in three sections based on 
the matching exercises:
• First matching -  criterion framework matching of the predictors and 
criteria measures for each of the criteria in the framework. The data 
analysis conducted for that this set of matching represented the criterion- 
centric approach to validation of the study. In addition, the data analysis
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included analysis of each of the predictors measures representing the 
criteria with an overall job performance rating;
• Second matching -  matching of predictor Saville PS dimension scales 
(36 dimension scales) and criterion in-house competencies (12 
competencies) using a logical judgment method. This included analysis 
done at different levels of the Saville PS based on the WAVE® 
hierarchical structure that is, section level and cluster level; and
• Third matching -  predictor; Saville PS and criterion; 360 WPE, measures 
that were developed based on the same model.
To reiterate, the primary data analysis for the criterion-centric approach to 
validation of the leadership effectiveness framework involved the criterion 
framework with assigned predictors and criteria that is; first matching. The other 
analysis of the matching provided additional information by providing a comparison 
of the methods used in matching.
7.1. Data analysis
In examining the relationship between the predictors and criteria measures, the 
analysis used mainly correlation statistics. Correlation analysis examines association 
between the predictor and criterion measure (Steigner, 1980). The researcher 
expected the outcome of statistical analysis to be in line with the a-priori hypotheses 
formulated between the pairs.
Correlation analysis. First the study examined the descriptive statistics of 
predictors and criteria involved to check the normal distribution of the data set. The 
researcher undertook this exercise to determine the appropriate statistical tests for the 
variables. For normal distributed data, the test of association used the Pearson 
correlation, while for non-normal distributed data, the data analysis adopted the 
Spearman correlation analysis as the appropriate correlational test (Field, 2005). The 
data analysis generated the descriptive statistics for each of the measures which 
included the sub-scales for: i) SAA, ii) Saville PS, iii) In-house competencies, iv) job 
performance ratings and v) 360° assessment (see Appendix 6.5). This also included 
descriptive statistics of scores on the measures based on job level and job family as
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the study incorporated data analysis based on these categories latter in the thesis. 
The descriptive statistics of the sub-scales in the measures showed that only 32 out of 
over 115 scales were normally distributed.
Lisiwise. The data collection revealed different number of participants for the 
predictors and criteria data collected. Therefore, for statistical analysis involving 
these different predictors and criteria, the study adopted a listwise deletion that 
addressed the missing values found in the data set. The listwise deletion eliminated 
the cases with missing data for the correlational analysis between the predictor and 
criteria. Roth (1994) highlighted that this method may lead to a deletion of many 
cases and have impact to the overall analysis that is, reducing the statistical power 
and also bias estimate parameters. However, upon inspection of the data, the number 
of deletions of cases for the analysis did not have an impact as the data analysis for 
the study involved the analysis for each predictor measure separately when matched 
to the criterion data in which case the missing criteria in these cases were only a few 
in number (n = 1 to 3 cases only).
7.2. Findings
The thesis presents the outcome of the a-priori hypotheses testing of predictors- 
criteria measures according to the three matching procedures using correlation 
analysis. Each section presents the results and discussion of the findings based on 
the three different matching exercises.
First matching
The first data analysis focused on the a-priori hypotheses matching of 
predictors and criteria based on the criterion fi'amework of leadership effectiveness 
identified in Phase 1: i) ‘analysis and strategy’, ii) motivation element in ‘role 
model’, iii) execution, iv) resilience and composure, v) supportiveness, and vi) 
interactions with others . This involved predictor measures; SAA, MTL and Saville 
PS and criterion measures; in-house competencies and job performance (JP) data.
190
A n a ly s i s  a n d  S t r a te g y -S A A
The a-priori hypothesis matched the local criterion measure of ‘analysis 
and strategy’ with the predictor SAA. Upon examination of the correlation 
between the predictor and the hypothesized criterion, the study found a 
significant correlation coefficient in the direction as predicted (r = .23, p <  .01). 
However, the data analysis also showed that the predictor measure SAA had 
significant correlations associated with other criteria in the leadership 
effectiveness framework, with the highest correlation coefficient between SAA 
predictor with ‘execution’ (r = .30, p  < .01). The finding did not support the 
Phase 2 research hypothesis as the matched predictor-criterion pair did not 
show the highest correlation coefficient.
S A A  s u b -s c a le s
As this predictor had three sub-scales, the study also examined the type 
of cognitive test most relevant to the matched criteria measure. The result 
showed that in general the verbal ability had the highest correlations with 
leadership effectiveness criteria (average correlation of r = .23). The SAA 
diagrammatic scale did not show any significant correlation, except for the 
criterion ‘execution’.
Table 7.1. Predictive validity of the hypothesized predictor SAA with criterion 
Analysis & Strategy (n = 131)
Criteria/Score Total Verbal Numerical Diagrammatic
Analysis & Strategy .23" .22" .14 .12
Execution .30“ .:23'" .23"' .17’
Resilience & Composure .15' .17’ .06 .08
Supportiveness .26“ .26" .15’ .14
Interactions with Others .26“ .27" .14 .14
Role Model .27" .22" .18’ .17’
< 0.05, **p < 0.01 
Note : Highlighted text represent the a-priori hypothesized relationship
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M o tiv a t io n  e le m e n t  in  R o le  M o d e l - M T L
For the correlation between the hypothesized MTL and motivation 
criterion of the in-house competencies, the study found a non-significant 
correlation coefficient with the total MTL. However, upon inspection of the 
predictor in its individual scale, the analysis showed a significant correlation 
of the social normative MTL scale and the predicted criterion (r = .17, /? < 
.05). The social normative scale focused on the individual's motivation to 
lead base on their sense of duty or responsibility in the job. Also, the data 
analysis of this predictor measure showed that the MTL social normative 
scale had a significant correlation with job performance (r = .02, p  < .05) and 
with the in-house competencies ‘team leadership and alignment’ (r = .15, <
.05). These were the only other significant correlations that were found in the 
data analysis with this predictor measure. The result of this analysis support 
the research hypothesis in which the highest correlation had been with the 
hypothesized predictor-criterion relationship but only after examining the 
data according to the sub-scales within the measure.
Table 7.2. Hypothesized MTL with Role Model (n = 133)
Role Model
Total MTL .07
Affective identity .03
Social normative .17'
Noncalculative -.02
*/7 < 0.05, **p < 0.01
Note: Highlighted text represents the a-priori hypothesized relationship
O th e r  c r i te r ia -S a v i l le  P S
The composite scores of the remaining criteria from the leadership 
effectiveness model: i) execution, ii) resilience and composure, iii) 
supportiveness, and iv) interactions with others were aggregated based on the 
identified sub-scales of the predictor measure and criteria measure conducted 
in the matching exercise. The results showed non-significant correlation 
coefficients with almost all of the matched predictor-criterion pairs. The 
analysis only showed a significant correlation for the predictor measure of 
‘execution’ and the criterion measure ‘interactions with others’ in the
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negative direction which was not one of the a hypothesized relationship of the 
study.
Table 7.3. Hypothesized Saville PS with Execution, Resilience & Composure, 
Supportiveness and Interactions with others (n = 172)
1 2 3 4
1. Execution .05 -.01 .04 -.13’
2. Resilience & Composure .08 -.01 .07 -.02
3. Supportiveness .04 .02 .10 -.01
4. Interactions with Others -.03 .01 .09 —.04
*/7<0.05, **/?<0.01
Note: Highlighted text represents the a-priori hypothesized relationship
Due to the lack of significant results using the composite scores of predictor 
measure Saville PS and the criterion, the study did not proceed any further with this 
set of predictor measure involving the sub-scales of Saville PS as the predictor of 
leadership effectiveness criteria.
J o b  p e r fo r m a n c e  r a t in g s  a n d  p r e d ic to r s  o f  th e  c r i te r io n  
f r a m e w o r k
Moving on to the job performance criterion, the results of the correlation 
analysis between the criterion framework predictors and job performance (JP) 
also showed a similar pattern of non-significant results as found with the 
previous data analysis involving the criterion measures in-house competencies 
in which only the ‘analysis and strategy’ component represented by the SAA 
predictor had significant finding. The study showed a significant result 
between job performance ratings (including PWS) between the ‘analysis & 
strategy’ predictor (i.e., SAA) and JP measure. The study also found a 
significant result for the ‘role model’ MTL measure and job performance PWS 
but in a negative direction. The researcher found this significant negative 
correlation to be contradicting with the direction of the predictor-criteria pair 
involving the competency rating mentioned previously that is, social-normative 
scale within MTL-role model that had a significant positive correlation.
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Table 7.4. Predictors based on framework with job performance (n =179)
JP PWS
Analysis & Strategy .14* .13*
Execution .08 .06
Resilience & Composure .10 .09
Role Model -.12 -.17*
Supportiveness -.01 -.00
Interactions with Others —.08 -.07
*/7 < 0.05, **p < 0.01 
Discussion
In general, the predictor measure SAA had significant correlation with i) 
matched leadership effectiveness criteria, ii) other criteria in the developed 
framework, and iii) job performance ratings. The research found that the strength of 
SAA as a predictor to be in line with previous validation research using a cognitive 
ability measure linked to leadership effectiveness (e.g., Boyatzis, 2008; Mumford et 
ah, 2000). In this study, this cognitive ability predictor measure showed the validity 
of the measure with criterion data obtained in a non-Western context and thus, the 
analysis provides support of a cognitive ability measure as a valid predictor of 
performance in Malaysia. Based on this premise, the research examined this 
predictor measure in more depth with the data collected later in this chapter.
The analysis showed the highest correlation coefficient with the criterion 
‘execution’ as opposed to the hypothesized criterion that is, ‘analysis & strategy’. In 
explaining this finding, the criterion ‘execution’ included sub-themes such as 
planning, decision making and conscientiousness, hands on to ensure that it happens 
while the matched criteria had been the in-house competencies empowerment with 
accountability and drive for excellence. The matched predictors and criteria pairs 
reflected an element related to conscientiousness, which other researchers defined as 
good at planning, responsible and organised (McCrae & John, 1992). In fact, in the 
study by Heinsman et al. (2007), the researchers classified behavioural anchors such 
as analytical ability, planning, judgment, inventiveness, acuity of understanding, 
vision, and organisational awareness as the ‘thinking’ dimension. Robertson and 
Kinder (1993) explained that the combination of cognitive ability and the personality 
‘conscientiousness’ to be a good predictor of job success for many occupational
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areas. This explained why the research found a strong relationship between the 
cognitive ability measure and the criterion ‘execution’ as the description had 
elements similar to conscientiousness. It also indicates that this element of thinking 
and conscientiousness criteria cannot be differentiated easily.
The a-priori hypotheses based on the matching between the composite scores 
of the scales within the predictor measure Saville PS and matched criteria 
representing the leadership effectiveness criteria of the in-house competencies failed 
to show any significant correlations as hypothesized. Correlation analysis with non­
significant findings do not mean that there is no relationship between the predictors 
and criteria rather, it suggest the need for further investigation in order to conclude 
whether it was the criterion framework or the measures involved that had impacted 
on these findings. The study examined the relationship between the Saville PS and 
in-house competencies at a more detailed level in the next section and therefore the 
discussion about these non-significant correlations will be revisited later in this 
chapter.
The hypothesized predictor-criterion relationship using the MTL predictor did 
not show a significant correlation at an overall level. It did however show a 
significant correlation coefficient for one of the sub-scale; social-normative MTL 
scale with the matched criterion, ‘act for greater good’ (AGG). The organisation 
described the criterion AGG as a competency in which the individual ‘outperforms 
expectations in the best interest of the country’ {Organization X  competency 
dictionary) and the MTL social normative scale refers to the obligation and 
responsibility of their duties and thus the researcher implied it to be the most relevant 
measure with the criterion. Motivation has also been found to be an important 
criteria of leadership effectiveness and also integrated into other measures (e.g.. 
Great Eight SHE, Saville WAVE® Model).
The study found this finding similar to the literature on the structure of 
measures discussed earlier in Chapter 2, literature review. Research showed that the 
broadness of the criterion and bandwidth/fidelity aspect predictors led to varying 
results of validation of personality. In this case, both the SAA and MTL predictor
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measure revealed more valuable information about the relationship between the 
predictor and criterion at a finer structure as found by Dudley et al. (2006) and 
Hough et al. (1998). This study also examined further the structure issue of 
predictor/criterion in the next set of predictor-criterion matching.
Second matching
The data analysis involving the predictor measure Saville PS included the 
examination of this predictor (36 dimensions) with the criterion in-house 
competencies (12 competencies) as per the second matching exercise, and also the 
relationship between this measure and job performance ratings. In addition, the 
study included the examination of the Saville PS predictor scales with the criterion 
job performance criterion and in-house competency clusters level (4) based on the 
aggregated scores according to the model. The study also analysed the predictor 
measure at sections level (12) and clusters level (4) with the in-house competencies 
and job performance ratings. The thesis presents the findings that examined the a- 
priori hypotheses, before providing a more general findings of the data analysis of 
the predictor measure Saville PS and in-house competencies. Then, the findings 
discussion focuses on the data analysis involving the Saville PS with the job  
performance data.
Overall, the statistical analysis revealed a mixture of significant and non­
significant correlation relationships between the predictors-criteria pairs with the 
non-significant correlation relationships greater in number. A total of 18 out of the 
36 dimension scales from the Saville PS did not show any statistical significant 
correlations with any of the criteria: rational, practically minded, insightful, abstract, 
convincing, articulate, challenging, directing, composed, positive, receptive, 
involving, accepting, meticulous, conforming, organised, activity oriented, striving. 
These scales have been excluded from the correlation in Table 7.5.
The statistical analysis of the second part of the study involved the predictor 
Saville PS and in-house competencies focused on pairs which received the highest 
conceptual overlap ratings. Table 7.5 demonstrates the correlation coefficients found 
using these two sets of data where the shaded boxes (in yellow) represent the a-priori
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hypothesized relationship made based on the conceptual concordance matrix from 
the second matching exercise as highlighted in Chapter 6 in this thesis.
Most of the hypothesized relationships failed to reach a significant correlation 
coefficient, however, a few observations can be made regarding the a-priori 
hypotheses. In instances where there were significant relationships, the matched 
pairs did not show the strongest relationship as hypothesized based on the conceptual 
concordance. For example, the conceptual concordance matrix had demonstrated a 
+8 conceptual overlap between Strategic Insight (SI) in-house competency matched 
with the Analytical, Insightful and Strategic scales in Saville PS predictor measure. 
The statistical analysis showed none of these predictions have any significant 
findings. Instead, the study found Strategic Insight to have a positive significant 
correlation with Factual and Principled (r = .17, /? < .05; r = .15,/> < .05) scales in the 
Saville PS, and negative significant correlations with interactive, engaging, self- 
assured, dynamic and enterprising. Also, the data analysis found one instance where 
the hypothesized relationship demonstrated a significant correlation but in an 
opposite direction than the hypothesized relationship that is, negative as opposed to 
positive (see OU and Interactive in correlation table).
Based on these findings, the predictor and criterion relationship did not support 
any of the a-priori hypotheses that had initially proposed that the correlation strength 
would be the strongest for the matched pairs based on the conceptual concordance 
and that non-relevant pairs show no relationship. Moving forward, the thesis 
examines the Saville PS and criterion data on a more general level focusing on 
significant correlations demonstrated between both these measures.
Significant correlations. The data analysis demonstrated that some scales of 
the Saville PS dimensions have more significant correlations compared to other 
dimension scales of the measures. The scales Factual, Interactive and Principled 
showed a number of significant correlations with more than half of the in-house 
competencies. These dimensions were from different sections and clusters of the 
Saville WAVE® model.
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Negative correlations. The a-priori hypotheses formulated in the previous 
Chapter did not include any negative correlations between the predictor and criterion 
measures (indicating rotated predicted constructs would be orthogonal). However 
upon inspection of the data, many of the scales were found to have predominantly 
negative correlations with the in-house competencies whereas the a-priori hypotheses 
did not include any negative relationships between the scales. This included the 
Interactive and Self-assured scales which indicated an association in the opposite 
direction between the self-ratings of the Saville PS and the supervisor’s ratings of the 
competencies. Other negative correlations observed from the data include the 
following scales: learning oriented, strategic, interactive, engaging, self-promoting, 
purposeful, dynamic, and enterprising.
J o b  p e r fo r m a n c e  c r ite r io n
The study showed that the correlation involving job performance 
ratings as the criterion data had higher correlation coefficient value than any 
other correlation found between the Saville PS and the other criterion data of 
in-house competency. The highest correlations of predictor Saville PS 
measure and job performance rating involved scales of the measure relating 
to the Thought cluster that is. Analytical (r = .29, < .01).
Other positive significant findings between job-performance criteria 
with the Saville PS sub-scales included: Directing, Composed, Receptive, 
Meticulous, and Activity Oriented which previously demonstrated a non­
significant correlations with the criterion using competency criteria. The 
Interactive, Self-assured and Positive dimension scales revealed a significant 
negative correlation with job performance data. This had similarities with the 
correlation analysis results of the Saville PS scales with the in-house 
competency ratings, where the trend of correlation was predominantly 
negative association.
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I n - h o u s e  c o m p e te n c y  c r ite r io n  a t  c lu s te r  le v e l
The data analysis of the predictor measure at the four cluster level of 
the in-house competencies showed results that were in line with analysis for 
the twelve competencies in terms of the predictor-criterion correlations that 
were significant. But the analysis of the twelve competencies showed more 
details in terms of which of the competencies were being predicted by the 
predictor measure scales.
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Saville PS Clusters and sections with In-house competencies 
and job performance
The previous analysis showed that there were significant correlation 
coefficients when using the criterion in-house competencies and job performance 
with the Saville PS even though the relationship was not as hypothesized. Another 
analysis conducted on the data relates back to the literature review chapter that 
highlighted the role of the criterion structure (i.e., broad, higher-order or overall) and 
also predictor structure (i.e., broad, narrow, overall). Previous studies had 
demonstrated different results based on different structure and also the level of 
matching (e.g., Meachin & Lucks, 2010; Kolk, Bom & van der Flier’s, 2004). The 
data analysis examined these different level for the Saville PS predictor measure; 
section (12) and cluster (4) scores and also the in-house competencies criterion at a 
higher level; clusters (4).
Saville PS cluster level.
Firstly, the study examined the Saville PS four clusters with criterion 
data (see Table 7.6). For the Saville PS clusters and in-house competencies, 
the data analysis revealed that almost all non-significant correlations with the 
in-house competencies (except for the DFE competency). In terms of the 
clusters and job performance data, the study only significant correlation for the 
Thought cluster (r = .13,/) < .01) which was in-line with the sub-scales within 
this cluster which showed correlation as high as .34.
Saville PS section level.
Again, there were many non-significant correlation coefficients. 
However, the Sociable and Driven section found a significant negative 
correlations with the majority of in-house competencies (Sociable scales: 
Interactive, Engaging and Self-promoting, average r = -.18; Driven scales: 
Dynamic, Enterprising and Striving, average r = -.14). The correlations were 
in-line with the section sub-scales that is, dimension levels. However, the sub­
scale Striving did not show any significant correlation in the previous data 
analysis at dimension levels. This also can be observed in the Structure section
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which showed several significant correlations with the in-house criteria 
(average r = 0.16) but the analysis at dimension level showed that one of the 
Structure sub-scales did not have any significant correlations at all.
When using job performance criterion with these sections predictors, the 
significant correlations were higher in comparison to previous analysis done 
with Saville PS dimension levels. The study found significant correlations for 
Saville PS section scales; Evaluative (r = .34, p  < .05), Sociable (r =. -2 \ ,p  < 
.05) and Structured (r = .23, p  < .05) with job performance criterion. The data 
showed that only the Evaluation section had a significant correlation with the 
in-house competency (i.e., DFE: r = .15,p < .05) but the significant correlation 
of this measure and job performance rating showed the highest correlation 
amongst all of the scales of the Saville PS. This demonstrated that the Saville 
PS predictor measure predicted different type of criterion differently.
In-house competencies at cluster level.
The correlation analysis did not show any significant correlation for the 
in-house competencies and Saville PS predictor when both measure were 
analysed at the same four cluster level. While the data analysis of the in-house 
analysis at cluster level with the Saville PS predictor at section level showed 
similar results as with analysis of the twelve in-house competencies. This 
demonstrated that the different level of criterion structure used in this study did 
not impact the predictor outcomes.
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Discussion
The logical judgment method undertaken in the previous study (see Chapter 6) 
demonstrated the rigour in examining conceptual overlap between predictor and 
criterion in a systematic manner as all possible logical implication had been taken 
into consideration based on the pairs involved in the measures including the direction 
of implication (Warr, 1999). This formed the research assumption that the matching 
between the Saville PS dimensions (36) and the in-house competencies (12) using 
the logical judgment method would show the stronger correlation relationship among 
the pairs that are of the highest level of conceptual association. However, the data 
analysis revealed statistical analysis that did not support this research hypothesis.
Explaining the nonsignificant results. An examination of the Saville PS 36 
dimension scales with the twelve in-house competency criteria showed a number of 
non-significant results including most of the hypothesized pairs. Among the reasons 
highlighted by other researcher in explaining non-significant correlations include: 
small sample size, restriction of range, insensitive measures and variables may be 
related in a non-linear manner (Mitchell & Joley, 2009).
Small sample size. The research did not reach the target of 200 participants but 
obtained a totalled of N = 172 for the Saville PS predictor measure. The non­
significant and negative correlation coefficient found in the study had similarities 
highlighted by Tett et al. (1991) in his review that matched personality test against 
criteria data. He highlighted that non-significant results and even negative ones can 
be observed where the population and sample size involved is not large. Likewise, 
research has recommended that local validation is not feasible for many jobs or 
organisations due to insufficient sample sizes, which result in low statistical power 
and inconclusive results (Saville, Maclver, & Kurz, 2009). This could explain the 
many negative correlations found when using the Saville PS scales rather than 
meaningful negative relationship between the scales with criterion measures.
Criterion structure. Another reason in explaining the results relates back to 
criterion domain structure issues. Meachin and Lucks (2010) found that the coarsest
204
level, which is an overall level of competencies showed the highest correlations with 
line-manager ratings. They also found that at the individual competencies, their 
matched performance criteria were on average non-significant. The correlation 
pattern found in this research also had high number of non-significant correlations 
for the Saville PS scales and the twelve competencies, though the analysis results did 
not improve even at the cluster level. However, when using the overall job 
performance ratings, the study showed significant and strong correlations with some 
of the Saville PS scales. The discussion in the next chapter will elaborate on the 
structure of both criterion domain and predictor measures in greater detail after 
completing all the data analysis.
Third matching
This section discuss the findings of the analysis done on matching of Saville 
PS measure with the Saville 360 WPE criterion data. The third matching involved 
the Saville PS competencies potential scales (12) being matched to the same 
individual scales of the WPE 360 criteria, both of the measures were developed 
based on the same model that is, Saville WAVE® model. Before presenting the 
findings for this set of data, it is important to emphasize the small sample size of the 
360 WPE criteria data collection (N = 26). Also, as the measures were derived from 
the same model, the validity coefficients maybe inflated in comparison to measures 
independent from the WAVE® model.
Generally, examination of the Saville PS with the Saville 360 WPE showed a 
better significant correlation between predictor and criterion pairs between the two 
measures. For the significant correlation coefficients found in this data analysis, the 
values ranged from r = -.39Z+.33 to .64. These values were considered high in 
comparison to the previous analysis done using the Saville PS with the other criteria 
measures that is, in-house competencies and job performance ratings.
For predictor-criterion pairs with significant correlation, the study found that a 
total of five out of the six pairs had the highest correlation coefficient as per the a- 
priori hypotheses. Also, the predictor and criterion pairs of Evaluating Problems did 
not show any significant correlation with the matched criterion as previously found
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in the other set of data analysis involving the Evaluation scale with job performance 
rating criterion data presented earlier in this chapter. In fact, the statistical analysis 
for this pair revealed non-significant correlations for all of the criteria.
Discussion
Clear predictor-criterion relationship. The matching procedures in the 
previous chapter highlighted that the matching with measures using/from the same 
model had no dispute in determining the matching between predictor and criterion. 
As a result, the data analysis showed a total of five matched predictor-criterion pairs 
with the highest correlation as expected. Researchers in the past emphasized the 
need to match predictors or criteria that were conceptually relevant (e.g., Pulakos et 
al., 1988; Warr, 1999) and the predictors and criteria in this instance had been 
derived from the same model, which made the matching clear and therefore could 
explain the slightly better results. Having measures of predictors and criteria that 
were on the same scales provided an absolute alignment of the measures for 
investigating validity.
However, Bartram (2004) criterion-centric validation of the Great Eight 
discussed in Chapter 2 highlighted the usage of measures from the same test 
developer as a research limitation but the researcher emphasized that the measures 
did not have any direct overlap in content or construct. The study recognizes that 
validation based on shared a measurement model might inflate the effects observed 
(Van Iddekinge & Ployhart, 2008) and also that the small sample size of this data 
collection. Nevertheless, the data analysis of this matching exercise demonstrated 
the potential clarity of predictor-criterion matching based on well differentiated 
measures.
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Comparison of matching procedures outcome
The findings in this chapter focused on the data analysis that examined the a- 
priori hypotheses based on the outcome of the three matching procedures. The 
findings also included the examination of the structure of predictor measure; Saville 
PS and also for criterion measure; in-house competencies. The discussion will 
elaborate on the comparison o f  the matching procedures in relation to a-priori 
hypotheses testing. While the discussion examining the data analysis findings 
relating to the structure of the predictor that is, Saville PS, and also a discussion on 
the type of criterion such as job performance which measures performance on an 
overall structure will be presented in the next chapter.
In generating a-priori hypotheses, determining the linkages between predictors 
and criteria has been recognized as a fundamental procedure that must be undertaken 
as a methodological and scientific rigour for this for validation studies (Blinkhom & 
Johnson, 1990; Robertson & Kinder, 1993; Warr, 1999).
Basically, the data analysis encountered numerous non-significant correlation 
relationships when the analysis involved the Saville PS predictor and the in-house 
competencies criterion as measures. For the data analysis with significant 
correlations, the findings show that predictor and criterion relationship were not as 
the hypothesized relationship in the previous chapter. The research found that the 
third matching procedure involving measures from the same measurement found 
results according to the a-priori hypotheses.
The results showed that the hypothesized relationship between the predictor 
and criterion pairs based on the outcome of both the first and second matching 
exercises were not as specified in the a-priori hypotheses for each set of matching. 
In explaining these findings, the matching procedures are re-examined. One of the 
research limitations experienced in the first and second matching exercises 
highlighted the problems encountered when matching the in-house competencies. 
The definitions of the competencies included several behavioural indicators, leading 
to numerous overlaps when assessing relationship with predictors. Also, the
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competency model had a two level structure as opposed to the matching predictor 
had four level hierarchical structure. As a result, the matching involving the in-house 
competencies with other criterion encountered difficulties in defining the 
relationship. The competency definitions of this organisation are recognized as a 
common practice that organisations used in developing competency models 
(Campion et al. 2011). However, the grouping of several behavioural indicators 
(e.g., the competency ^influencing & managing stakeholders’ defined with 
behavioural indicators such as influence, understand and impress) has demonstrated 
that it leads to a less differentiated criterion making it difficult to identify distinct and 
relevant predictors in a validation study. Henceforth, the lack of clarity in defining 
the relationship between predictor and criterion rendered the testing of actual 
hypotheses very difficult.
7.3. Emerging Themes: Ability component as a criterion of 
leadership effectiveness
The analysis focusing on the cognitive ability measure showed a positive 
correlation between this criterion predictor and the criterion data for both the in- 
house competencies and the job performance ratings. This pattern supports predictive 
validity for ability regarding the scrutinised leadership criterion framework.
The chapter continues discussing the data analysis by examining the emerging 
theme from the previous results that is, an ability component as a leadership 
effectiveness criterion following the supporting predictive validity of SAA predictor 
with the criterion measures. First, the relationship between SAA predictor and job 
performance ratings is explored including analysis based on sample: i) job category 
and ii) job family. Followed by a comparison of the data with an established model 
of work performance effectiveness that has incorporated an ability component; 
Saville three-factor effectiveness model (Kurz, Saville & Maclver, 2010) highlighted 
in Chapter 2 of the thesis.
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Overview
So far, the chapter has discussed the significant correlations (r = .23, p  < .01) 
found between the ‘analysis and strategy’ component of the leadership effectiveness 
framework predictor measure (using SAA) and matched criteria (composite scores of 
in-house competencies - strategic insights and inner wisdom). Total SAA measure 
also showed a significant correlation with job performance ratings (r = .32, ^  < .01). 
In addition, the ‘Thought’ cluster of the Saville PS predictor measure showed 
significant correlations with job performance; with sub-scales Evaluative and 
Analytical demonstrating the highest correlations amongst all the sub-scales of the 
measure.
Chapter 2 highlighted research that demonstrated the demand on cognitive 
ability becomes greater as the complexity of the job increases in leadership position 
(Gatewood & Field, 2001; Locke, 1991; Mumford et al., 2000). While Chapter 3 
asserts the demarcation of complexity in jobs describing the hierarchical structure of 
the job categories in the organisations, with senior executives at the bottom of the 
executive group indicating the difference in the role requirement. Also, the job 
families described the nature of the job that is, core operations, core policy or 
operational support.
Given the trend of an ability component in the previous data analysis and the 
empirical findings of research literature on leadership, the study included an 
explorative data analysis of an ability component based on the sample: i) job 
category and ii) job families. In this case, the research chose to examine the ability 
component further with only the SAA predictor and job performance criterion 
measures as the previous data analysis produced positive correlations between these 
measures.
The study also included an analysis that examined the presence of ability 
component based on a practitioner’s work performance effectiveness model - Saville 
three-factor model (Kurz, Saville & Maclver, 2010) described in Chapter 2. The 
model proposed a third factor in addition to the dichotomy models of work 
performance of Digman, 1997 (alpha/beta); DeYoung et al., 2002
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(stability/plasticity); and Hogan & Holland, 2003 (getting along/getting ahead). The 
three-factors of work performance effectiveness include the common two factors that 
is: i) ‘promoting change’, ii) ‘working together’ components, and a third factor 
described as an ability component iii) ‘demonstrating capability’. This model was in 
line with the findings mentioned above supporting an ability component. In addition, 
the card sort task groups in Phase 1 had categorization of leadership effectiveness 
indicators into similar categories: people related, task related and either a third 
category relating to self or thinking (see Table 4.4 in Chapter 4).
Henceforth, the research examined the similarity of the data collected in this 
study with the three-factor model. The second part of the analysis in this chapter 
used a factor analysis modelled on Kurz et al. (2010) three factors for the Saville PS 
predictor measure (sections scales) and in-house competencies data.
Cognitive ability predictor and job performance criteria 
SAA with job performance ratings
From the correlation analysis, the SAA’s total score, verbal and numerical had 
significant correlation findings with the job performance data. The SAA numerical (r 
= .30,/7 < 0.01) sub-scale showed the highest correlation coefficient in comparison to 
the other sub-scales. The SAA diagrammatical sub-scale showed a significant 
correlation with only the PWS. The Saville Consulting Wave Professional Styles 
Handbook (Saville, Maclver & Kurz, 2009) also showed that this scale had the 
lowest validity amongst the three sub-scales.
Table 7.8. SAA with Job Performance Ratings (n = 137)
JP PWS
Total Score .32" ....................................
Verbal Score .26" .30"
Numerical Score .30" .25"
Diagrammatic Score .10 .15'
* jP < 0.05, **p < 0.01
SAA with job performance ratings according to job level
Examination of the SAA and job ratings data according to Manager and Senior 
Executive job level showed a significant difference in scores; job performance (JP)
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ratings: ?(181) = 3.94,/? < .01, weighted job performance (PWS) ratings: /(179) = 
5.02, < .01 and total SAA scores: /(137) = 23 6 ,p <  .05. Managers who are higher 
in the job level, received higher scores than Senior Executives on all three aspect.
Table 7.9. SAA and JP scores based on position.
Position N Mean
Std.
Deviation
Std. E rror 
Mean
JP MGR 51 4.03 .26 .03
SE 132 3.87 .24 .02
PWS MGR 51 80.95 4.87 .68
SE 130 77.04 4.65 .41
SAA Total Score MGR 36 13.06 3.42 .57
SE 103 11.50 3.38 .33
Further data analysis examined whether the predictive validity of performance 
ratings data varied by the job level. The correlational analysis showed a significant 
correlation between Manager SAA scores and job performance data for only the 
numerical score. While the analysis only found the senior executive scores on the 
SAA had significant correlations for the total, verbal and numerical scores. The 
results showed the same correlation coefficient of the significant correlations 
between numerical scores and job performance for both job levels indicating no 
difference in the strength of SAA as a predictor of job performance between the job 
levels for this predictor.
Table 7.10. SAA and JP based on position (Manager [n = 36], Senior Executive [n = 
101])
POSITION JP PWS
MGR Total Score .28 .30"
Verbal Score .21 .24
Numerical Score .28" .19
Diagrammatic Score .14 .24
SE Total Score .27" .28"
Verbal Score .20* .21*
Numerical Score .28** .23**
Diagrammatic Score .09 .13
* /? < 0.05, **p < 0.01
SAA with job performance ratings according to job families
The job families within the organisation provided information on the nature of 
the work undertaken and also the different skill sets for the departments. The data
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analysis examined the SAA relationship with job performance based on the three job 
families.
The correlation analysis by job families showed that SAA total scores had 
significant correlations with job performance data mostly for core policy and only for 
operational support SAA with the PWS. The data analysis showed no significant 
findings for SAA scores with job performance data from the core operations job 
family. The core policy SAA total score and job performance demonstrated a 
significant correlation with r = .51,/? < 0.01, with SAA Verbal: r = .53, p <  0.01 and 
SAA Numerical: r = .46, p  < 0.01. The results of this analysis support the 
relationship between the ability predictor and core policy job family whose main 
functions are to formulate policy recommendations on core areas of the organisation.
Table 7.11. SAA and JP based on job families (Core Policy [n = 33], Core 
Operations [n = 65], Operational Support [n = 39])
Job Family JP PWS
Core Policy Total Score .51" .52"
Verbal Score .53'' .64"
Numerical Score .46" 3 8 '
Diagrammatic Score .18 .19
Core Operations Total Score .10 .10
Verbal Score .14 .13
Numerical Score .20 .08
Diagrammatic Score .04 .02
Operational Support Total Score .22 .34*
Verbal Score .14 .15
Numerical Score. .12 .10
Diagrammatic Score .06 .22
* /? < 0.05, **/7 < 0.01 
Discussion
The results support further an ability component as a leadership effectiveness 
criterion in this research context following the outcome of the data analysis using the 
SAA measure. First, the measure showed a difference in the sub-scales with 
numerical scores as a stronger predictor of job performance in this financial 
institution. Next, the data analysis according to job level demonstrated that the 
higher job level obtained higher scores of SAA and finally, the study found that the
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SAA was a strong predictor for job performance for the eore policy job family with 
correlations of up to .50.
From the data analysis, the overall total score for SAA resulted in a better 
correlation coefficient in comparison to the verbal, numerical and diagrammatical 
sub-scales of the test. This showed that the broad ‘g’ factor outperformed sub-scales 
measures and supports findings of previous researchers on cognitive ability tests 
overall structure such as Spearman (1904) or Murphy and Dzwieweczynski (2005). 
When examining the sub-scales, the numerical scores showed slightly better 
correlation coefficients with job performance ratings in comparison to verbal scores. 
This finding is not surprising as the research organisation is recognized as a financial 
institution and therefore explains the slightly stronger validity of the SAA numerical 
outperforming other type of cognitive ability when predicting job performance.
Leadership tasks are cognitively challenging and require a lot of information to 
process, more so in positions higher in the executive hierarchy. Individuals in these 
roles require one’s analytical skills to offer expert advice and recommendations with 
complex issues. It appeared from the data here that this holds true for aspiring 
leaders to actual leaders in a Malaysian organisation, too. When taking into 
consideration the job position in the data set, the Manager group showed a higher 
total score of SAA in comparison to the Senior Executives. The job complexity of 
the positions in the organisation increases within the hierarehy structure, which 
explained the higher SAA scores obtained by the Managers. The job description of a 
Senior Executive position is to assist the Managers in these cognitive challenging 
tasks.
On the other hand, the data analysis involving the job family between SAA and 
job performance showed significant correlations only for the core poliey job family 
and not the other two job families. This limits a comparative discussion but, in this 
instance, the nature of the work undertaken by the Core Policy job family involving 
formulation of policy recommendations that impact the nation may explain the high 
correlation coefficient of this job family and job performanee.
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7.4. Ability component based on the ‘Three-effectiveness-factor’ 
model
In Chapter 2, the thesis discussed three different structures commonly used in 
identifying criterion that is broad, higher-order or overall which also included the 
discussion on the implication of structure on criterion-related validation studies (p. 
33). As the study found similar division of criteria in Phase 1 and also the presence 
of an ability component in Phase 2, the study examined the underlying structure of 
the research criterion domain using factor analysis. Examining the structure is 
important in contributing to the second research objectives (p. 76) referring to the 
consideration in implementing the criterion-centric approach to validation.
The broad criteria structure that is, consisting of two or three dimensions of 
criterion domain has been found in the Kurz et al (2010), Digman (1997), DeYoung, 
Peterson and Higgins (2002), and Hogan and Holland (2003). As the study included 
the Saville PS measure and also based on the findings so far in Phase 2, the study 
attempted to examine the data set in relation to the Kurz et al. model. The ‘three 
effectiveness factor’ model was one of the recent structures highlighted in Chapter 2 
(p. 34). Kurz et al (2010), found that the variables of the Saville PS sections scales 
when unrotated show evidence of an overall effectiveness factor and a dichotomy of 
alpha/beta and task/people factors. Furthermore, when rotated, the authors proposed 
variables loading onto three factors that is: i) ‘promoting change’
(beta/plasticity/getting ahead), ii) ‘working together’ (alpha/stability/getting along), 
and iii) ‘demonstrating capability’.
This data analysis examined the extent to which the Saville PS and in-house 
competencies data collected in this study fit the three-effectiveness-factor model 
proposed by Kurz et al. (2010) using a principal component analysis by examining 
the viability of the three-factor solution of the unrotated and rotated factors 
separately for both sets of data. The results below demonstrate the findings aecording 
to the sets of data.
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Saville PS
In the first factor analysis, the three factors extracted for the Saville PS 
accounted for 30 per cent, 18 per cent and 12 per cent of the variance, respectively. 
Table 7.12 did not show the presence of the overall factor of effectiveness as 
‘supportive’ and ‘conscientious’ did not load on to the factor. But for factor 2, the 
loadings reflected the contrast ‘task’ and ‘people’ while factor 3, loadings were a 
reflecting the contrast of ‘alpha’ and ‘beta’ constructs.
The varimax rotation of the three factors revealed that loadings of the highest 
scales were reflective of the three factors. In the first column, the analysis showed 
traits that corresponded to the ‘promoting change’ factor; the highest loadings from 
impactful (0.74), assertiveness (0.76) and driven (0.73). A second factor had 
elements of ability that is, ‘demonstrating capability’, with evaluative (0.78) and 
investigative (0.77) had the highest loadings. While a third factor reflects the 
‘working together’ factor, with supportive (0.72), conscientious (0.61) and structured 
(0.60) as the highest loadings. The results confirmed the three-factor model with the 
Saville PS data of this study.
In-house competencies
The three factors extracted for the in-house competencies accounted for 71 
per cent, 5 per cent and 4 per eent of each factor (see Table 7.13). Similar to the 
previously discussed Saville PS data, not all items loaded onto the first unrotated 
criterion, but the second factor contrasts Alpha with Beta construct items, while the 
third factor contrasts Task with People criteria.
Following the varimax rotation, again, the analysis found the presence of three 
factors. Factor 1 had the highest loadings from AGG (0.73), DFE (0.73), OU (0.77) 
and EA (0.71), indicating an ability aspect that corresponded to the proposed 
‘demonstrating capability’ components by the authors of the model. Factor 2 had the 
highest loadings from SI (0.73), IMS (0.77) and LSR (0.78), representing the 
‘promoting change’ or getting-ahead element. Finally, another factor in which items 
corresponded to a similar ‘working together’ factor with highest loadings from EM 
(0.73) and TC (0.83).
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The results showed that loadings of the items corresponded to the three 
factors proposed by the three-effectiveness-factors model in both the Saville PS and 
in-house competencies. The data analysis using Saville PS measures may have been 
designed to reflect the three factors, but the study also found the three factors in the 
in-house competencies which were not developed based on the Saville WAVE® 
model, or in a Western context for that matter.
Discussion
The factor analysis based on the three factors of effectiveness postulated by 
Kurz et al. (2010) showed items loading onto each factor rather seantly as multiple 
items loaded onto the factors. However, upon inspection of the values, the analysis 
showed that highest loading values in each of the rotated factors were items most 
relevant to the proposed factor in both sets of data.
The evidence supporting these three factors provides a new perspective on the 
criterion space of performance where it has been previously two-faetor (i.e., Digman, 
1997; DeYoung et al., 2002 and Hogan & Holland, 2003) or one-factor structures 
(i.e., Musek, 2007). The three-effectiveness-factor model is still a relatively new 
model proposed by the authors that has not been peer-reviewed other than through 
presentation at national and international conferences (Kurz, Saville & Maclver 
paper presented at British Psychological Society - Division Occupational Psychology 
Annual Conference 2011; Kurz, Saville & Maclver, 2009), but the fact that these 
three factors showed a presence in this set of data and also in the in-house 
competencies data warrants further research into this model.
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Table 7.12. Factor Analysis of Professional Styles (N=188) Predictor Scales
Un rotated  
Component 
Matrix^
Component
Rotated
Component
Matrix®
Component
Effectiveness
Potential
Task
vs.
People
Alpha
vs.
Beta
Promoting
Change/
‘Getting
Ahead’/
Beta
Demonstrating 
Capability/ 
‘Getting it 
Right’/ 
Gamma
Working
Together/
‘Getting
Along'/
Alpha
Evaluative .49 48 -.37 Evaluative .78
Investigative .66 .44 -.22 Investigative .27 .77
Imaginative .72 -.38 Imaginative .46 .58 -.3 6
Sociable .21 -.60 .46 Sociable .60 -.50
Impactful .64 —.48 Impactful .74 -.3 2
Assertive .75 Assertive .76 .22
Resilient .53 .48 Resilient .61 .36
Flexible .58 .25 .26 Flexible .48 .35 .33
Supportive .28 .71 Supportive - .2 8 .72
Conscientious .63 .25 Conscientious -.31 .61
Structured .32 .68 .23 Structured .50 .60
Driven .78 Driven .73 .30
Table 7.13. Factor Analysis of Competencies (N=174) Criterion Ratings
Un rotated 
Component 
Matrix®
Component
Rotated
Component
Matrix®
Component
Effectiveness
Potential
Alpha
vs.
Beta
Task
vs.
People
Demonstrating 
Capability/ 
‘Getting it 
Right’/ 
Gamma
Promoting
Change/
‘Getting
Ahead’/
Beta
Working
Together/
‘Getting
Along’/
Alpha
AGG .83 -.27 AGG .73 .32 .36
SI .87 -.3 0 SI .50 .73 .25
DFE .87 -.24 DFE .73 .35 .40
SC .84 SC .40 .47 .61
EM .82 .32 EM .38 .35 .73
EWA .88 EWA .62 .53 .36
TLA .86 TLA .51 .54 .44
TC .79 .47 TC .36 .24 .83
IMS .85 -.32 IMS .44 .77 .25
LSR .84 .38 LSR .25 .78 .45
OU .90 -.25 OU .77 .43 .33
EA .85 -.23 EA .71 .35 .39
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7.5. Empirical Study: Phase 2 - Discussion
The research completed the Phase 2 which in turn concluded the entire study of 
adopting a criterion-centric approach to validation of the leadership effectiveness 
model found in Phase 1. The Phase 2 findings did not support the research 
hypotheses of this phase as the analysis did not support predicted correlations based 
on the a-priori hypotheses. However, the validation analysis supported a component 
of ability and a specific element of motivation that is ‘social normative’ motivation 
to lead as criterion of leadership effectiveness. The thesis now focuses on the 
discussion of the overall Phase 2 findings before a general discussion of the thesis in 
the next chapter.
Overview
The Phase 1 identified the criterion framework of leadership effectiveness for 
Phase 2. The study in this phase used the criterion framework to determine the 
relevant predictors and criterion measures which subsequently involved three 
different matching procedures as part of the criterion-centric approach to validation. 
The initial stages of Phase 2 involving three matching exercises established that 
differentiated and specific predictions can be made between predictor-criterion pairs 
for validation analysis. However, the data analysis results failed to support the 
research hypothesis as a-priori relationship formulated based on predictor-criterion 
linkages did not result in the highest correlations as predicted. The findings 
contradict previous research involving a-priori hypotheses that postulated the 
correlations between the predictor-criterion to be strongest for pairs that were related 
to each other such as Pulakos et al. (1988), McHenry et al. (1990), Robertson and 
Kinder (1993), Hogan and Holland (2003) and Bartram (2004). In this study, the 
lack of support for the hypothesized relationship can be explained from examining 
the procedures involved from the prediction to the data analysis based on: i) 
predictor-criterion linkages, and ii) predictor and criterion measures.
Establishing predictor-criterion linkages
Chapter 5 and this chapter highlighted some of the issues that may have 
impacted the results in discussing the findings of the first and second matching
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exercises. The outcome from the matching involving the in-house competencies 
criterion measure demonstrated lack of differentiation of the competencies following 
the numerous overlaps with predictor scales. Determining linkages between 
predictor and criterion is a procedure in validation study that requires ‘stringent 
methodological safeguards’ to avoid false conclusions of the relationship (Roberston 
& Kinder, 1993; Warr, 1999). This emphasized that clarity in linkages between 
predictor and criterion is fundamental in determining the outcome. Despite the 
efforts made in this study to make clear objective linkages between the measures 
(e.g., logical judgment method in the second matching), the outcome of the matching 
and analysis showed results that did not support the initial predictions of the 
relationship. The study encountered difficulties dealing with ‘real life organisational 
criteria’. During and following the analysis and matching procedure it became 
evident that as the existing organisational competencies descriptions were blunt and 
somewhat overlapping. This made the matching procedure more difficult than 
suggested by prior studies which had all relied on psychometric, rather than ‘life life’ 
measures of performance.
Researchers have advocated a multidimensional approach to defining the 
criterion domain, as such an approach has led to better measurement models where 
different aspects of the measures were predicting different parts of the criteria (e.g., 
Hogan & Holland, 2003; Bartram, 2004). However, Van Iddekinge and Ployhart 
(2008) and Campion (2008) are some of the researchers that have questioned the 
practicality or even the ability of having a multidimensional concept of criterion 
domains. Multidimensional concepts of the criterion domain that are appealing, but 
the practicality of it is challenged, as in practice ratings are found to be 
intercorrelated, as found in this study. The third matching of predictor and criterion 
measures developed based on the same model is an unlikely scenario in practices as 
organisations often develop criterion models internally and separate assessment 
measures from external sources (Pulakos et al., 1988).
Criterion measures
Previous researchers found that structure of the criterion that is: broad, higher- 
order dichotomy/ triadic and overall, can produce different results when examining
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predictor-criterion relationships (Hogan & Holland, 2003; Meachin & Lucks, 2010). 
This chapter examined the in-house competencies criterion measures at specific level 
of twelve competencies and a broader level (four clusters) with Saville PS and found 
that the analysis did not show any significant difference in results. On the contrary, 
the analysis of job performance ratings; which is criterion at the broadest/overall 
level, as criterion measure of leadership effectiveness with predictor measures 
revealed stronger significant analysis with both predictor measures (i.e., Saville PS 
and SAA) in comparison to the in-house competencies. These findings were not in 
line with Bartram’s (2004), which also included an overall job performance ratings 
and specific criterion measure as job performance criterion measures in his study. 
He found that the overall job performance had lower correlations than expected in 
comparison competencies criterion.
The study previously discussed that differentiation of criterion enabled a more 
relevant determination of the predictor measures but the predictor-criterion linkages 
in this research lack clarity resulting in predictions not as hypothesized. The study 
showed that an overall criterion measure in this case, job performance ratings; 
provided better correlation analysis results which is similar to other studies 
supporting an overall structure criterion domain (e.g., Meachin & Lucks, 2010) as 
opposed to broad (e.g., Bartram, 2004; Hogan & Holland, 2003) or higher-order 
(e.g., Borman & Motowildo, 1993) criterion structure. However, based on this 
analysis alone, the study cannot conclude as to whether the job performance is 
‘better’ than the competencies before considering potential measurement issues 
relating to these criteria.
One of the issues raised in the literature review relating to the discussion of 
criterion problems referred to the measurement of criteria by raters. Sackett and 
Lievens (2008) highlighted the notion of high-intercorrelations of raters in 
assessment of job performance dimensions. In this case, the ratings for both the job 
performance and the competencies were derived from the same performance 
management system. The usage of ratings for input into human resources initiatives 
which may have influenced the way supervisors’ assess the criteria. Job 
performance ratings were tied directly to pay rewards that are, increments and
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bonuses, and also used as an input to internal selection and assessment procedures 
for example, promotion or scholarship. On the other hand, the competency ratings 
are used for training and also in consideration for promotional purposes but not for 
pay rewards decisions. The differences in the usage of performance data have an 
impact on the way the ratings were being observed. In addition, Conway (1999) 
examined task and contextual performance, found that there was a differentiation in 
performance ratings given by raters, with peers paying more attention to 
interpersonal facilitation, whereas supervisors gave more attention to task 
performance. Therefore, the difference in the predictor measures relationship with 
the criterion measures that is, job performance vs. competencies ratings could be due 
to a raters’ observability issue, rather than the inability of raters to distinguish 
measurement on criteria dimensions.
Bartram (2004) highlighted this issue as a consideration in developing the 
Great Eight framework. One of the factors in determining the level of analysis was 
whether the level provided enough specificity but was at the same time practical, in 
the sense that it could be applied to jobs across other industries. Based on the 
findings, the study showed that these are valid consideration in identifying and 
measuring criterion domain such as job performance. But the findings also 
demonstrates the complexity of defining criterion and more so measuring them as 
different structure and predictors result in different outcomes. The finding relates 
back to the criterion problems highlighted by researchers such as Austin and 
Villanova (1992) and Campion (2008) about the difficulties of defining criterion. 
The thesis will elaborate further discussion on the criterion domain in the next 
chapter of general discussion.
Predictor measures
Basically, the study included two main types of predictor measures: 
personality/motivation and cognitive ability tests. The study also examined the 
structure of the predictor measures impact on the analysis. On the one hand, 
researchers argue that the structure/broadness of the predictors and of the criteria 
should be on the same level (Hough & Oswald, 2008; Hogan & Holland, 2003). 
Whereas, others have found that narrow predictors are more effective in criterion-
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related validity studies (Dudley et al., 2006). In this study, this notion of the 
structure of predictor measures impacted results for both criterion measures; job 
performance and competency ratings.
The Saville PS predictor - Thought clusters (the highest order of the Saville 
WAVE® model) demonstrated a significant correlation (r = .14, /? < .05) with job 
performance. The predictor also found significant correlation coefficients at sections 
and dimensions level (lower level in the model) with stronger correlations, with r = 
.34, p  < .05 (evaluative) and r = .29, p  < .05 (analytical). The analysis highlighted 
that at this narrow level of the measure, not all Evaluative scales were found to be 
significant in the dimensions. The Saville PS measure demonstrated consistent 
results when matched at different level of the predictor construct with job 
performance criterion, an overall measure of performance. A more detailed 
understanding of the measurement was demonstrated with a hierarchical structure. 
This supports Hough and Oswald (2008) assertion that narrower predictor-criterion 
relationships have the potential to be more informative with adequate sampling, 
measurement and statistical power.
For cognitive ability predictor measure, the study found that a single structure 
criterion provided a better reflection of the construct for the criterion of ‘analysis and 
strategy’ and also for job performance ratings. The sub-scales were in line with the 
overall total scores. This study did not find this pattern of relationship for Saville PS 
and MTL predictor measures, as at the overall level of these predictors showed no 
improvement with the criterion measures and results showed better relationship with 
the criteria at a more narrow level on the sub-scales. The discussion previously 
emphasized that the specificity in Saville PS allowed better understanding of the 
underlying structure of the criterion. In explaining this, Murphy and 
Dzwieweczynski (2005) commented that the validity of a broad personality test was 
unlikely to reach the level of a cognitive ability test. One of the researcher’s 
explanations for relates to this study’s finding in which a cognitive measure is 
superior to a personality test are due to the domains. The different types of abilities 
are seen to contribute to the higher order of a general factor of ‘g’. This structure 
enables better development of the cognitive ability measures, as the all items feed
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into the same general factor, where each type is unlikely to overlap with others, thus 
leading to stronger reliability. On the other hand, personality tests consist of different 
sub-scales that are not correlated to each other and are not measuring similar 
constructs.
Cognitive ability tests have long been established to have strong predictive 
validity with job performance and leadership (Hunter & Hunter, 1984; Bertua et al., 
2005; Mumford et al., 2007). In this study, even without validation of the SAA as a 
cognitive ability measure in a South East Asia context, it showed significant 
correlations with both the criterion measures of job performance and competencies 
ratings. The measure also showed a differentiation of the scores according to job 
levels in which the higher more cognitive challenge position of managers showed a 
higher score in comparison to the senior executive group. In comparison, the 
personality measure that is, Saville PS, showed no systematic relationship with the 
hypothesized criteria due to many non-significant correlations. Hough and Oswald 
(2008) highlighted that researchers still need to establish a more systematic and 
important relationship between personality and performance.
However, the analysis revealed a significant correlation of Saville PS Thought 
cluster. This poses the question as to whether the nature of the items on the measure 
had produced the significant results. Again in this case, the cognitive component of 
the measure showed significant results. Research has shown that different parts of 
the personality tests have been found to predict different criterion spaces (Mount & 
Barrick, 1991). The analysis showed evidence of a cognitive component of the 
leadership criteria but also highlights that ‘thinking’ scales are better in comparison 
to other personality components in a measure. A rationale for the support of 
Thought cluster and cognitive ability predictor measures doing better than other 
measures could be due to the importance of such criterion to specific aspect to the 
jobs. Day and Silverman (1989) found in their research sample of accountants that 
job-relevant personality scales performed better than other personality scales. The 
authors like Guion and Gottier (1965) and Mount and Barrick (1991) postulated that 
personality tests are valid predictors given the matched with the relevant jobs or 
organisations. In this study, the sample recruited were jobs from an organisation in
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which their functions had an impact at the national level with selection practices in 
place already emphasizing cognitive ability as a component of job requirement. The 
findings of the study support the strength of cognitive measures or cognitive related 
items in personality measures as predictors of criterion such as job performance.
Despite the justification of the potential of certain parts of personality 
measures being valid predictor, the results at the end of this chapter provided further 
evidence of the strength of cognitive ability measures in this research context with 
the different groups of the sample. The data analysis conducted in this chapter 
confirmed an ability component as a criterion of leadership effectiveness, as 
demonstrated by the results of the data analysis involving the job performance 
ratings according to job levels and job families and also the presence of an ability 
component similar to the ‘demonstrating capability’ component in the three- 
effectiveness-factor model from both the Saville PS and In-house competencies data. 
An ability component as a criterion of leadership effectiveness for this high stake 
organisation where the ‘getting it right’ in performance and outcomes are critical at a 
national level is most relevant and critical and the SAA predictor in this instance, 
provided the empirical support of it being a valid predictor of leadership 
effectiveness.
Can the study conclude that cognitive ability measures perform better than 
personality measures? The personality measure as a valid predictor of job 
performance continues to attract debates amongst researchers as highlighted in the 
literature review (e.g., Morgeson et al., 2007; Ones et al., 2007). The study found 
that unlike the cognitive ability measures which showed consistent predictive 
validity in the analysis, the personality measures had scales that were found to have 
significant correlations with job performance, especially scales associated to thinking 
ability. The study demonstrated that personality measures such as Saville PS, have 
certain scales that potentially have predictive validity, but correlation coefficients 
vary and are not always in line with prior predictions.
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7.6. Research limitations
Generally, the research limitations experienced in the earlier stage of Phase 2 
led to limitations in the subsequent studies in the phase. The study highlighted 
earlier in Chapter 5 the problems encountered in the matching resulting into usage of 
same predictor scales in matching with in-house competencies. Chapter 6 on data 
collection also highlighted research limitations relating to the number of participants. 
Consequently, these limitations affected the data analysis results. The statistical 
analysis showed several non-significant results, in particular relating to the in-house 
competencies and Saville PS. Given such results, the study was unable to do further 
investigation, such as incremental validity of the measure with the cognitive ability 
measure that was found to be significant. Nevertheless, the study did find interesting 
findings relating to cognitive ability predictors, overall job performance ratings and 
support for an ability component for leadership effectiveness.
Supervisory ratings have been used in a great majority of validation study (e.g., 
Bartram, 2004). Likewise, this study adopted criteria measures (i.e., job performance 
and competencies ratings) which were also reliant on ratings from supervisors. 
Hersen (2004) highlighted that usage of supervisory ratings can be subjective and 
result in several limitations such as systematic errors (leniency and halo), 
manipulated (social and political motives) and depended on raters’ observability or 
knowledge. In this case, the study had no objective assessments such as productivity 
available for measuring leadership effectiveness. The 360° criterion measure 
assessment was also limiting due to the low response. Nevertheless, the procedures 
involved in the performance management system that produced the criteria measures 
had in place a moderation process which may reduced the limitations relating to 
supervisory ratings in this study.
7.7. Conclusion
The research in Phase 2 focused on executing the validation study using the 
criterion-centric approach. Predictors and criteria measures were identified against 
the criterion framework from Phase 1, including another two sets of matching 
between the measures involved as hypothesized at the beginning of Chapter 5. These 
three different matching exercises including a logical judgment method produced a-
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priori hypotheses for the research. The validation study adopting this criterion- 
centric approach found:
• The criterion framework provided a one-on-one prediction for each 
component of the criterion framework but when comparing the matching 
procedures, the third matching involving predictor and criterion build on the 
same model resulted in a more clarity of the linkages between the measures. 
This kind of clarity in the relationship between predictor and criterion 
maybe ideal but not commonly found in practice.
• The study tested the a-priori hypotheses using correlational statistical 
analysis. From the data analysis, the results were not as per a-priori 
hypotheses of matching using the criterion framework that is, the study 
found that the highest correlation coefficient not as the a-priori hypothesis.
• Results showed that analysis using cognitive ability measure demonstrated 
more significant correlations with criteria measures, compared to the other 
two predictor measures in the study. The motivation predictor and matched 
criterion only showed a correlation at a more specific level of the predictor 
measure.
• The matching done on the measures from the same model supported that 
clarity in the formulation of a-priori hypotheses impacted the expected 
hypothesized relationship between predictor-criterion. It became apparent 
in the data analysis of the lack of clarity in the differentiation of criterion 
space of the measures from different models that affected validation 
analysis this study.
• The examination of the structure of predictor and criterion measures found 
differing results. The criterion measure structure at an overall measure 
provided more insight in the validation analysis in comparison to criterion at 
more specific level. Whereas, the structure of the predictor measure 
depended on the type that is, cognitive ability showed higher correlations at 
an overall level, whilst personality and motivation measures had more 
meaningful relationship at a specific level. This understanding of the 
structures of criterion domains and predictors in validation is importance to 
ensure that the analysis does not obscure any findings that would lead to 
inaccurate conclusions.
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Finally, upon establishing a cognitive ability component of the criteria in the 
validation study, the study conducted further analysis with this measure. These 
statistical analyses involving examinations with the job levels and families and also 
fitting the ability component of the three-factor effectiveness model further 
supported this criterion in the framework. The findings support for an ability 
component similar to the ‘analysis and strategy’ component in the criterion 
framework from Phase 2. The nature of the research organisation in which mandates 
are at a national level justify the importance of the criterion as found in the validation 
study.
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Chapter 8
8. General Discussion and Implications
The thesis presented a separate discussion of Phase 1 and 2 respective 
outcomes. The thesis now provides a discussion of the overall key findings with 
reference to the research literature and the conceptual origins that is, in relation to the 
research project aims and objectives and the support for it arising from the findings. 
This discussion will be elaborated together with the research implications. This 
discussion will conclude with the theoretical, methodological and practical 
contributions. Based on the research project undertakings, the chapter then discusses 
future research directions and also recommendations for practice. The last section of 
this chapter provides a list of avenues in which the research findings have been 
disseminated throughout the PhD programme.
8.0. Key findings, discussion and research implications
The overall thesis research aim focused on testing the criterion-centric 
approach to validation of leadership effectiveness which involved the execution of 
the approach dividing the research project in two phases. First, the study identified 
the criterion framework of leadership effectiveness that adopted a qualitative 
approach using a critical incident technique involving a card sort task and focus 
group to investigate: i) criteria of leadership effectiveness, and ii) the criteria found 
can be matched against existing leadership models. Then, the study conducted a 
quantitative data collection for the measurement and validation analysis using the 
predictors and criteria measures matched to the framework to test: i) matching of 
predictor and criteria measures, and that the matched pair of predictor-criteria would 
have the strongest relationship. The implementation of the criterion-centric approach 
to validation process model in this manner enabled the investigation of the three 
research hypotheses (p. 76). As a recap, the research hypotheses included 
ascertaining the criteria of the domain which could be mapped to existing models and 
thereon relevant predictors leading to improved validity coefficients. This in turn led 
to addressing the research project objectives of testing and implementing this 
validation approach with examination of key considerations.
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In relation to the first research hypothesis, Phase 1 identified components 
representing the criterion domain that had comprised of criteria relating to work, 
people and ability dimension (see Figure 4.4). This identification of precise factors 
fed into a multidimensional leadership effectiveness criterion framework with each 
component distinct from one another that was then compared to a few existing 
models. Phase 2 found that the outcome of the data analysis for the validation study 
had been dependent on the outcome of the predictor and criterion matching and also 
the measures. Overall, despite the point to point matching of criteria with relevant 
predictors as indicated in the second research project hypothesis, only the ability 
component of the criterion framework showed validation evidence with the measures 
of predictor and criterion data collected in the study which showed lack of support 
for the third research hypothesis. Table 8.1 briefly recaps the findings within each 
phase that had been covered in previous chapters building up to the overall findings 
of the thesis.
Table 8.1. Summary of Key Findings
Phase 1
• Broad components of leadership 
effectiveness similar (p. 132)
• Cultural influence in the weighting 
and emphasis of people-related 
themes (p. 132)
• Comparison with literature extant & 
established model affirming elements 
of universality (p. 137)
• Criterion framework differentiate 
components (p. 137)
Phase 2
• Different measures involved (p. 154)
• One-on-one prediction (Table 5.3)
• Problematic matching - different 
structure impact matching exercise; 
with the most specific level and 
relevant being most effective (p. 165)
• Strength of cognitive ability tests in 
comparison to other predictors 
(p.209)
Overall
• Only ability component validated (p. 191 )
• Opportunity to examine both side of the predictor-criterion equation (p. 151)
• Both sides need to be equally differentiated (p.219)
• Structure plays important role in criterion-centric approach to validation (p.220)
The following discussion deliberates the research findings based on five key 
topics highlighted in the literature review in Chapter 2 in meeting the research 
project objectives (p. 76). Firstly, the chapter discusses the study’s experience of 
adopting a criterion-centric approach to validation. This is followed on with the 
discussion of the issues relating to the procedure, which included competency
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approach, criterion problem and re-examining process model. Finally, the discussion 
examines the outcome of the process model, which refers to the criterion and 
measurement of leadership effectiveness criteria. These key topics will better 
illustrate the research contributions (Section 8.2) that address the research project 
aim of testing the criterion-centric approach to validation.
Criterion-centric approach to validation
The literature review highlighted the importance of Bartram’s (2004) study 
detailing a criterion-centric approach to validation. The research in this thesis 
adopted the procedures as outline in the process model (Figure 2.3) according to 
Bartram (2004) study but differed in; i) identification of the criterion using a 
qualitative approach to identify the criterion framework as opposed to a quantitative 
approach, and ii) reliance more on in-house competencies data for validation as 
opposed to emphasis on psychometric criterion measure. Based on the discussion so 
far in the empirical studies of this thesis, the study contributed to a refined 
understanding of a criterion-centric approach to validation.
From the study, the testing of the criterion-centric approach demonstrated that 
a criterion-centric approach enabled the researcher to focus on the criterion that is, 
the element that matters most to the job-specific behaviours in question, and 
consequently to determine the appropriate and relevant measurement. In this 
instance, first, the study found a differentiated model of leadership effectiveness 
consisting of: i) Analysis and Strategy, ii) Execution, iii) Role Model, iv) Resilience 
and Composure, v) Interactions with Others, and vi) Supportiveness (see Figure 4.4). 
Having established the criterion, this meant that specific predictors and criteria 
measures could be matched against each component of the framework. This 
outcome reflects one of the benefits of adopting a criterion-centric approach 
postulated by Bartram (2004).
From thereon, the criterion framework enabled point-to-point matching and 
prediction which led to a differentiated measurement model as described by Bartram 
(2004). Based on the framework, the study determined specific and relevant predictor 
measures comprising of ability, personality/competency and motivation to lead.
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While the criterion measures consisted of in-house competency ratings, job 
performance ratings and 360° work performance evaluation. This criterion-centric 
approach allowed the integration of a number of predictors that are specific and 
likely to lead to more accurate measurement as the framework enabled an 
understanding of the predictor and criterion linkages unlike a unitary criterion such 
as job performance ratings. Basically, the study demonstrated that this approach to 
validation enables the examination of both sides of the predictors and criteria which 
in turn research has shown that it improve the predictive validity (Tett et al., 2000).
The procedures undertaken in the matching exercise demonstrated that the 
determination of the predictor-criterion pairs to be a critical aspect for a criterion- 
centric approach to validation. Despite a thorough approach, the study found 
disparity in the identification of the criterion and the outcome of the measurement 
stage. In other words, the validation analysis failed to quantitatively demonstrate the 
differentiated criterion of the framework in Phase 1. The analysis showed that most 
of the assigned predictor measures did not demonstrate the highest correlation with 
the hypothesized criterion when using the in-house competencies ratings as the 
criterion measure. In fact, the statistical analysis results showed many non-significant 
correlations in relation to these components with the exception of the ability 
predictor. The findings of the study were unlike Bartram (2004), Campbell et al. 
(1990) or Pulakos et al. (1988) studies where psychometric criteria measures were 
used and found results supporting for the hypothesized relationship adopting this 
approach.
To explain these findings, difficulties were encountered when involving and 
trying to match different measurement models especially as the measures were built 
on different models as shown in the matching exercises. These are the inherent 
problems when dealing with criterion data from different models. The study found 
this to be apparent in the matching exercise when using the logical judgment method 
involving the in-house competency model of a two tier structure. The descriptions of 
the competencies were broad as the behaviours were neither clearly defined nor 
clearly separated as found in the matching exercises. The results revealed that the 
description of the individual competencies had several behavioural indicators
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grouped into a particular competency (see p. 165). This meant that the criteria 
measures assigned to the framework were less clear and lack well-defined 
differentiated relationships. The validation results assert the need to differentiate on 
both sides of the predictor and criterion equations at the same level with clarity. This 
way, the results of the predictor-criterion matching may have been more positive.
Whilst the measurement and predictions may not have worked out as expected 
in the a-priori hypotheses, the actual conceptual process undertaken in this study 
provided an ‘added value’ in thinking through the relevant issues relating to 
identification and measurement of criterion domain. There was value merely in 
thinking of the criterion that one is trying to measure and gaining clarity before the 
measurement thereof, as this enabled the researcher to fully engage with the 
competence and performance model used in the organisation, and critique this in the 
light of existing theory and knowledge of measurement.
A competency approach to identifying the criterion domain
The research methodology adopted in Phase 1 for identifying the criterion 
domain in this study differed from: i) competency studies adopting the popular BEI 
technique (e.g., Boyatzis, 1982), and ii) criterion studies that attempted to define 
criterion domain based on quantitative data (e.g., Bartram, 2004). Despite these 
differences, the unique qualitative approach adopted enabled the depiction of a multi­
faceted perspective criterion into distinct components involving trait-like attributes in 
describing leadership effectiveness as highlighted earlier.
In general competency models are ill-validated if they are validated at all (see 
page 46). In this case, the organisation competency model developed internally did 
not have any validation evidence. Nevertheless, the study validated the in-house 
ability component and also found that this component to be in line with research 
literature on leadership effectiveness (e.g., Mumford et al., 2008). Whereas the lack 
of validity found for the personality components of the model reflected the debates 
and inconsistent findings relating personality to leadership literature (e.g., Morgeson 
et al., 2008). This support the importance for organisations to develop competency 
models as criteria of leadership effectiveness with reference to theory.
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The study adopted the CIT methodology highlighted in Chapter 3 due to the 
existence of the in-house competencies already been developed using BEIs. On the 
one hand, the comparison of the criterion framework and the in-house model showed 
similarities reaffirming the outcomes of the study in a positive manner (see Figure 
4.5). However, Kline and Sulsky (2006) highlighted that using only a ‘bottom-up’ 
(inductive) approach as in this study or a ‘top-down’ (deductive) approach as used to 
developed the in-house competency model in defining performance has limitations:
i) capturing only some aspects of the jobs that is, the tasks itself but not the social 
context of the job, and ii) the instability of the definition of good performance given 
the changes in the nature of work performance. The researchers suggest a ‘hybrid’ 
approach of both inductive and deductive approach in identifying effective work 
performance as the best strategy in defining complex and continual changes of 
performance (Millward, 2005 and Heinsman et al., 2007).
From the study findings, the methodology undertaken in this criterion-centric 
approach demonstrated the practicality of a competency approach for defining 
criterion and determining a measurement model. In addition, the findings were in 
line with the in-house model indicating the relevancy of defining criterion based on a 
competency approach. On the one hand, this may explain the continuing interest of 
organisations adopting customized competency models in practice given the 
practicality and relevance, but the research also highlighted problematic areas when 
using competency approach as described in the ‘criterion-centric approach to 
validation’ section of this chapter. Though this description and modelling of the 
competencies are in line with best practices of competencies in the literature 
(Campion et al, 2008; Shippmann et al., 2000). The discussion on the structure on 
competency models will be elaborated further in relation to criterion problems in the 
following section.
Problems with identifying the criterion
This research focusing on the criterion domain of leadership effectiveness 
considered the criterion problems highlighted in the literature review relating to the 
problems in conceptualizing and measuring the criterion domain. This reoccurring 
issue involving the structure of the criterion/predictors can be seen in different stages
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throughout the criterion-centric approach with different effects, which has also been 
highlighted by researchers in the past that examine criterion domain (e.g., Meachin 
and Lucks, 2010; Bartram, 2004; Warr, 1999).
So far, the chapter highlighted a few findings reflecting the inevitable criterion 
problems highlighted in Chapter 2 (see p. 17) relating to taxanomy, structure and 
measurement (Table 8.2).
Table 8.2. Criterion problems encountered in the study
Issue Area Problem
Taxonomy Identification of criteria of • 
leadership effectiveness
Congruence only on broad 
categories of themes
Structure Operationalization 
predictor and 
linkages
of the • 
criterion
•
In-house competencies where the 
descriptors had several indicators 
leading to different interpretations 
Matching leading to lack of inter­
rater reliability
Measurement Statistical analysis • High intercorrelations of the in- 
house competencies measures 
demonstrate the interdependability 
of components of a criterion
In the previous chapters, the discussion of the findings highlighted Van 
Iddekinge & Ployhart (2008) and Campion (2008) proposition of the complexity and 
inability to differentiate criterion measures as found in the high correlations between 
the competencies ratings obtained from the organisation. This in turn impacted the 
measurement aspect as demonstrated with the high intercorrelations. Sackett and 
Lievens (2008) explained the high intercorrelations may be due to the measurement 
issue relating to only a single rater. On the other hand, the intercorrelations may also 
suggest a single factor of leadership effectiveness as postulated by Musek (2007). 
The research project demonstrated the potential measurement issue relating to the 
criteria when dealing with data produced in the ‘real’ world as mentioned in Chapter 
8 .
The research encountered the criterion problems in Phase 1 during the 
identification of leadership effectiveness criteria and it became more apparent in 
Phase 2 and reflected in the statistical analysis, which demonstrated inconsistent
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relationships between predictors and criteria. Based on this experience in relation to 
criterion, it is not surprising that research to this day challenges the trait approach to 
describing work-related behaviours. This is one of the reasons that led Hollenback 
and McCall (2006) to question the usefulness of leadership models. In addition, 
Morgeson et al. (2008) comment on the lack of validity of personality tests and lack 
of generalizability across organisational settings, sectors, and cultures (Hamlin & 
Cooper, 2005).
These observations from the studies demonstrate the complexity of defining 
criterion leading to difficulties in measurement. Similarly, researchers such as Guion 
(1963) highlighted the term “ultimate criterion”, while Hollenback and McCall 
(2006) described developing competency models “holy grail”, demonstrating the 
complexity of developing criterion. Eventually, the difficulty in defining the 
criterion led to another criterion problem relating to measurement of criterion 
domain.
To further demonstrate the complexity involved in identifying criteria, Kline 
and Sulsky (2009) highlighted a few parameters in conceptualizing work 
performance to capture the “ultimate criterion” that other researchers (e.g., Campbell 
et al., 1990) did not consider fully. These include: i) relevant performance 
dimensions, ii) performance expectations associated with alternative performance 
levels, iii) how situational constraints should be weighted when evaluating 
performance, iv) number of performance levels or gradients for each performance 
dimension and v) extent to which performance should be based on absolute versus 
relative comparison standards. The study undertaken here only developed a broad 
structure of the criterion domain.
Nevertheless, it was found that when using a hierarchical structure such as the 
Saville PS measure, the study encountered less difficulty when determining matching 
or analyzing predictor-criterion relationship in comparison to a two tier structure 
such as the in-house competencies for the criterion-centric approach. The matching 
exercise encompassing the logical judgment method facilitated clarity of the 
individual scales for matching purposes at the most specific level. As a result, the
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data analysis involving Saville PS examined at different and more specific levels 
with the analysis showed a consistent supporting relationship of the sub-scales within 
each clusters with the matched criteria data. The research supports that a hierarchical 
structure can provide clarity in defining and measurement of the leadership 
effectiveness criteria in comparison to the broad structure of criterion frameworks. 
Eysenck (1947) first proposed the arrangement of level of abstraction that has been 
used and researched with personality. The hierarchical structure of a most specific to 
a broad or even abstract level has been used to represent personality constructs and 
continue to be debated in research (e.g., Digman, 1997) as described in Chapter 2 (p. 
33). The hierarchical structure would be a systematic effort to organise the 
taxonomy of a criterion domain.
Process model of criterion-centric approach to validation
Initially, as part of the examination of criterion-centric approach to validation, 
the research project proposed a process model that outlined the procedures involved 
in conducting such an approach (see Figure 2.3). The process model developed 
based on the literature review guided the procedures and considerations in executing 
the study though the nature of the proposition had been more exploratory. Following 
completion of the actual studies and the discussion on the findings in this chapter, it 
is now apparent where in the process model, improvements can be made that 
eventually lead to a more effective execution of the criterion-centric approach to 
validation (see Figure 8.1).
The proposed refinements were based on the discussion of the key findings and 
research implications discussed so far in this chapter. The two points in the process 
model that were more definitive from the initial proposition for executing a criterion- 
centric approach to validation referred to: i) identification of the criterion, and ii) 
determining the linkages of predictor-criterion.
First, in terms of the identification of the criterion, the earlier discussion here 
demonstrated interpretation issues with supporting indicators for the main themes but 
similarities in the broad categories. The clarity in the criterion ultimately impacts the 
subsequent procedures in the process model. In facilitating the clarity of criteria, the
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discussion highlighted how the Saville WAVE® model hierarchical structure of 
competency modelling addressed criterion problems encountered when using other 
criterion models (i.e., criterion framework and in-house competencies) involved in 
the study. This observation provided a valuable understanding the structure of 
criterion in general. The structure provided clear independent components at three 
different levels. Similarly, Bartram (2004) postulated that the Great Eight structure 
based on a three-tier structure provided a general yet practical approach of 
performance. Yukl (2002) also recognized the lack of agreement in describing 
leadership and the number of terms used that reflect the same behaviour. He studied 
specific behaviours of leadership studies in the past century and found empirical 
evidence using confirmatory factor analysis found existence of a hierarchical 
structure consisting of task, relations and change categories defining leadership 
behaviour. He postulated that a hierarchical model has an advantage of providing a 
parsimonious and meaningful conceptual framework in explaining the
interrelatedness of behaviours. Both the experience and research literature suggest 
that a hierarchical construct integrating a tiered construct from narrow to broad 
structure impact matching exercise and also validation analysis positively.
Moving on to the determining linkages stage, the initial literature review 
highlighted some of the previous practices in matching the predictor-criterion 
constructs such as Warr (1999) logical judgment method that the proposed matching 
should be done at the most specific level. Furthermore, Robertson and Kinder (1993) 
and Pulakos et al. (1988) emphasized the clear linkages of the predictors and criteria 
in formulating a-priori hypotheses. The research project showed that the best 
strategy when adopting a criterion-centric approach to validation include:
• First, the usage of predictors and criterion from the same model 
demonstrated clearly defined relationship as the discussion earlier in this 
chapter demonstrated difficulties when matching the in house competencies 
to criterion framework or predictors. Although, this is an ideal situation as 
criteria and predictors are often developed separately.
• Second, the statistical analysis using the different structure of predictor and 
criterion measures (excluding ability test) found that the broad structure did 
not produce better results at higher order level. The analysis showed for
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significant correlations, the pairs had higher coefficient values at the broad 
level and lower validity coefficient results using narrow structures. 
However, the narrow structure did provide a more specific understanding of 
the relationship of which scales to be most relevant to the criterion.
The discussion suggest two considerations in determining linkages: i) the 
concern is not to make criterion more refine, but to make more theoretical relevant,
ii) emphasize a clear defined and differentiated criteria for both the predictor and 
criterion in which the taxonomic structure is important for providing clarity. Both 
scenarios in turn can contribute to more refined linkages of the predictor-criterion 
measures. In this case, a broad structure with availability of further narrow details 
provided an opportunity to match more refined aspect of the criteria with relevant 
predictors more clearly. This in turn, would lead to fewer disputes in the matching 
exercise involved in a criterion-centric approach.
These fundamental details involved in the process model are important in 
determining the outcomes of the validation analysis that adopts a criterion-centric 
approach. The points in the process models that is, in terms of the criterion structure 
and prediction-criterion linkages demonstrate areas that researchers can address to 
lessen issues relating to criterion problems in this validation approach.
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Figure 8.1. Refined process model fo r criterion-centric approach to validation
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Criterion and measurement of leadership effectiveness
As a result of undertaking the criterion-centric approach, both Phase 1 and 2 
provided insights into the leadership effectiveness criterion for this sample of 
executives. Generally, the study found that the comparison of the identified criteria 
to be in line with previous leadership literature and other models in terms of: i) broad 
categories such as work related, people related, and thinking ability, in which trait 
paradigm perspectives described effectiveness and performance of potential leaders. 
Furthermore, the data analysis in Phase 2 supported further ability as an intrinsic 
component of leadership effectiveness.
The Phase 1 research objective focused on identifying the criterion framework 
using CIT, card sort tasks and focus group produced a number of key findings in 
reference to leadership effectiveness in South East Asia context. The inductive 
design of the studies in this phase involving groups with different background in the 
data analysis (card-sort tasks) found commonalities of categories of the domain for 
the broad categories: i) task, ii) people (similar to the dichotomy categories of task 
and people of Stogdill, 1948; Borman & Motowidlo, 1997), iii) self, and iv) thinking 
ability. However, the similarities did not prevail when examining the supporting ' 
indicators within each of the broad themes. In explaining this finding, researchers in 
the past claimed that the definition of such a concept depends on the person making 
the observation (Atwater & Yammarino, 1997; Lord et al., 1990). In this case, the 
research showed difference between the groups in terms of how they depicted 
leadership effectiveness related to the weightage on people components from the 
Eastern background. Javindan et al., (2003) highlighted a leadership profile of this 
region, which help explain this emphasis. The study found this cultural influence, but 
further validation on this finding had not been conducted. In addition, the validation 
analysis in the second phase did not show any systematic relationship with the 
validation study of these criteria.
Phase 1 concluded that to a certain extent an element of universality in 
leadership effectiveness is present, as the main components of the domain did not 
show any major differences (House & Aditya, 1997). The findings of commonalities
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in broad categories of themes support Silzer’s (2006) assertion of his experience and 
observations that leaders do have common behaviours and skills across jobs 
justifying a case for leadership competency models, as opposed to Hollenback and 
McCall claims of leaders being different from one another and that the circumstances 
influence the leadership behaviours (see Table 2.5). The research also provided 
empirical support for the notion that leaders are not particularly unique. For example 
themes related to leadership effectiveness such as conscientiousness (e.g., Dudley et 
al., 2006) or ability (e.g., Mumford et al., 2007). In addition, the study found that the 
similarities of themes produced using a competency approach to be in line with 
research in search of universality of leadership traits (e.g., Bartram, 2004; Hamlin, 
2005; House & Aditya, 1997).
In this criterion-centric approach to validation study, the usage of Saville PS 
and in-house competencies as measures lack of significant correlations limited 
further conclusions on the criterion framework of leadership effectiveness. The 
study found evidence only of an ability component as leadership effectiveness 
criteria for the organisation. This builds on the findings from Phase 1 in reference to 
the ‘Analysis and Strategy’ and also the card sort tasks main categorization of 
behavioural indicators. In essence, despite the people-related themes and emphasis, 
when it came to the assessment of performance, the study found that the ability 
component as more important for explaining leadership criteria. This indicates that in 
this organisation, where mandates have national impact, there is a difference between 
the leaders that people would like to have, and the leaders that make a difference.
The trait theory of leadership effectiveness has continuously shown support of 
an ability disposition in leadership studies (e.g., Bartram, 2004; Boyatzis, 1982; and 
Mumford et al, 2008) in which has explained the requirement of leaders having 
strong or competence in thinking ability to perform leadership roles more so in this 
research organisation that involves national level impact.
Both these findings demonstrate the criterion of leadership effectiveness but at 
the same time also implicating the limitations of only a single theoretical framework 
in explaining complex leadership effectiveness criterion. The findings of the study
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and the role of the research organisation demonstrate that having the trait disposition 
may not be the only factor influencing the demonstration of leadership effectiveness.
8.1. Research limitations
The thesis highlighted research limitations after discussion of the findings in 
several stages of the research (see p. 145, 175, 186, 226), whereas this section 
highlights the general research limitations applicable to the entire research project. 
The researcher acknowledges the research limitations when discussing the research 
findings in the thesis and also in the research contributions of the study in the next 
section.
The research project conducted the study in only one organisation in Malaysia 
of a specific industry located in the South East Asia region that is, a government 
statutory body in the financial sector that used specific measures in the validation 
study. This research context limitation inhibits the generalizability of the research 
findings discussed given the rather specific and unique nature of the organisation in 
the study and also the measures. Nevertheless, the research findings provided 
empirical evidence for areas that are generally lacking in empirical research in the 
South East Asia.
For each stage of the phase, specific methodological issues were encountered. 
These limitations include the participants (i.e., number and sample group) and 
measurements (i.e., tools, source of data and raters) used in the research. These are 
important limitations to acknowledge in a study that may confine the results based on 
the methodology employed. The study found that the local validation data has 
several drawbacks, such as a small sample size and lack of statistical power. Even 
so, the study provided insights into the specific context of several pertaining areas in 
the research such as criterion-centric approach, competency and measurement of 
criterion.
8.2. Contribution of research findings
The literature review and methodology chapters earlier in the thesis covered 
areas that highlighted gaps in knowledge relating to this research project. The thesis
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mentioned that the criterion-centric approach to validation is still an emerging field 
(Bartram, 2004) and focusing on leadership effectiveness, which is complex in 
nature, provided some valuable insights into both matters. Also, the scarce empirical 
evidence of leadership effectiveness in South East Asia provided another research 
area covered in this study (Gupta et al., 2002). In addition, research also suggested 
the lack of empirical evidence of validation of competency models that led to a gap 
in practices and science (Carless, 2009; Heinsman et al., 2007).
Based on the areas of research gaps mentioned above, the research findings 
expand the current knowledge base of a criterion-centric approach to validation 
process that are useful for future empirical testing, and indirectly also to the literature 
of leadership effectiveness criteria. Findings from the research provided unique 
contributions that can be divided into theoretical, methodological and practical areas.
Theoretical contribution
As mentioned earlier in this thesis, the criterion-centric approach to validation 
is an emerging field in 10 psychology that shifts the focus on the criterion before the 
measurement thereof. In adopting this approach to validation, the research project 
included the involvement of different models of criterion/predictor, different types of 
measures and also a comparison of matching procedures. From this set-up of 
conducting the research, this enabled the study to test the adoption of a criterion- 
centric approach to validation as an approach in determining criterion-related 
validities.
Chapter 2 highlighted literature demonstrating that a criterion-centric approach 
provided focus on the criterion domain before the measurement which can be seen as 
a systematic and logical approach of measurement that ultimately lead to better 
validation procedure of criterion. Firstly, the study showed that the criterion-centric 
approach to validation provided a critical examination of the criterion, which thereon 
enabled differentiated measurement and one-on-one predictions to be made for 
validation analysis based on the criterion framework. This supports the adoption of 
such an approach in criterion-related validity studies where clarity in the linkages 
between predictor-criterion is fundamental in determining validity.
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However, it was apparent in the matching procedures involved in this study, 
that despite similar procedures to previous research, the study experiences of 
adopting a criterion-centric approach to validation for the leadership model showed 
challenges when executing such an approach involving ‘real’ data. The studies 
observed that the implementation of this approach was not as straight forward as 
demonstrated by Bartram (2004) during the validation of the Great Eight competency 
model. Basically, this research project demonstrates the effectiveness of a criterion- 
centric approach to validation is necessarily determined and potentially constrained 
by the quality of the criterion and predictor data used .
The findings of this research do not necessarily imply that this validation 
approach does not work with any ‘real life’ data but rather emphasizes that the data 
used in validation analysis is critical to implement an effective criterion-centric 
approach to validation. The study highlighted that this encounter rooted from the 
problematic procedures in the matching exercises especially when the measures of 
predictors and criterion were developed from different models. Previous study such 
as Bartram (2004) utilised commercial predictor and criterion measures, which were 
conceptually aligned, while this study relied on existing criterion data. One of the 
matching exercises revealed several overlaps of the definition of competencies with 
predictor scales. This demonstrates that although the criterion-centric approach may 
be a procedure that differentiate criterion domain, the continuity of the differentiated 
criteria can only be reflected in the validation analysis will be dependent upon on the 
criterion data used.
Earlier in the thesis, the thesis highlighted previous studies (e.g. Bartram, 2004; 
Tett et al., 1990; Warr, 1999) that had showed the value of such an approach 
included understanding of criterion domain, more relevant measurement and increase 
predictive validity. The research project did not find all of the advantages 
highlighted from this approach to validation. Nevertheless the thesis provided a 
process model of conducting a criterion-centric approach to validation. From the 
study undertaken, the process model had been refined to include key considerations
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(such as structure and taxonomy of criteria) that may facilitate a less problematic 
execution of this approach when dealing with real data.
Whilst the adoption of the criterion-centric approach to validation in this study 
did not confirm the leadership criterion, elaborating on the process model mentioned 
previously, it did substantiate important considerations when developing criterion 
that can lead to better validation analysis when adopting this approach. From the 
matching procedures of predictor-criterion conducted in the study involving different 
measures of different models, the outcomes and experiences revealed:
• Role of structure of criterion in criterion-related validity - Having specificity 
in the structure of the criteria enabled detailed understanding of the 
competencies that maintained the validity in the relationship, even in a 
broader structure.
• Importance of clarity in the taxonomy of both the criterion and predictor 
constructs as well as being well differentiated - This in turn leads to well- 
defined relationships between the measures and the framework.
The literature review also highlighted the inevitable criterion problems when 
dealing with the criterion domain (Aston & Villanova, 1992; Hough & Oswald, 
2000). The research project also encountered these problems in the study as 
highlighted in Chapter 2 (p. 17) relating to the taxonomy, structure and measurement 
of leadership effectiveness criteria. The study acknowledged the seriousness of the 
criterion problems and how such issues hindered more effective research.
As leadership effectiveness is complex in nature (e.g., Hamlin & Serventi, 
2008; Hollenback & McCall, 2006; and Zaccaro, 2007), the criterion-centric 
approach to validation adopted in the study enabled a more meaningful examination 
of the criterion domain (Kurz & Bartram, 2004) by focusing first on the criterion and 
then only on the measurement. Focusing on the criterion has often been outweighed 
by researchers’ focus on predictors in criterion related validity.
In the literature review, the discussion highlighted researchers that commented 
on the lack of understanding on leadership effectiveness (e.g., Hamlin & Serventi,
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2008; Hollenback & McCall, 2008), more so in a South East Asia context (Gupta et 
al, 2002). By adopting a criterion-centric approach of validation, the study found 
ability as one component of the leadership effectiveness criterion domain in a South 
East Asia context. This had transpired in both the qualitative and quantitative part of 
the study establishing such a trait as crucial for leadership effectiveness in the SE 
Asia context.
In relation to the evidence of the ability component of leadership effectiveness, 
the study found that the cognitive ability predictor measure showed positive analysis 
with the job performance ratings and also accordingly to the job levels within the 
organisations. The research provided empirical evidence of ability in relation to 
leadership effectiveness in a South East Asia context that before has often been 
associated with a collective culture emphasizing people-related themes as shown in 
the GLOBE leadership profile (see p. 52).
The study also suggests that the findings of the broad categories of leadership 
effectiveness and validation of an ability component as critical to leadership roles to 
be similar to previous research demonstrating the relevancy of adopting the trait 
theory. Nevertheless, the study also demonstrated the applicability of other 
theoretical framework of leadership when explaining the research findings such as 
the differences in cultural weightage on people related themes and also in the 
relevance of ability as a trait disposition important to the research organisation. The 
integration of theoretical framework in leadership may be more relevant and 
necessary as have been advocated by researchers such as Derue et al. (2011), Gibbs 
(1969), and Zaccaro (2007).
Methodological contribution
The method applied in the Phase 1 in developing the criterion demonstrates 
how a local model can be validated and mapped against other models. In this case, 
the study found validation of the similarities of the criterion framework with 
components of the in-house competency model. In addition, the study also found 
validation for the ability component in Phase 2 using the ability measure. This is
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important, as anecdotal evidence suggests that many competency models are 
implemented without prior validation.
The matching of predictors or criterion measures to the framework is one of a 
key procedures involved in a criterion-centric approach to validation. As the study 
adopted several different measures of the criterion and predictors, the different 
matching procedures provided insight on the effectiveness of the different structures 
involved in the measures when matching predictor and criterion. In this study, the 
procedure showed the need for clear distinct criterion measures in which descriptions 
with several indicators resulted in problematic matching.
Furthermore, from the statistical analysis study done in the study, the findings 
showed that adopting a structure that is hierarchical consisting of a broad to a narrow 
structure such as the Saville PS provided more specific details of the linkages 
between predictors and criterion in comparison to the structures of other models 
involved. This provided support for the applicability of a hierarchical structure when 
doing the matching of predictors and criterion in a criterion-centric approach to 
validation.
The mixed method approach used in the research provided insight into the 
leadership effectiveness criterion domain. First, in identifying the criteria, the CIT 
that incorporated a card sort task and focus group as part of the data analysis 
procedure enabled the examination of cultural influence in producing the criteria of 
leadership effectiveness that the study found similar to the existing in-house model. 
Whilst in the quantitative approach of the study, the methodology contributed to the 
validation of the ability component as part of the criterion framework. Even though 
the results did not support the criterion framework fully, the combination of the 
quantitative and qualitative approach provided an opportunity for a more detailed 
understanding of the criterion domain.
Practical contribution
Austin and Crespin (2006) asserted that there is a disconnection in I/O 
psychology and HRM. The research project provided areas for the alignment of
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empirical research and practices in the applied field based on the research findings 
and procedures.
The study highlighted the process model of a criterion-centric approach of 
validation that practitioners can adopt in developing and validating competency 
models. In the applied field of I/O psychology, organisation practices adopt the 
competency approach and at the same time implement numerous assessment 
procedures that are designed based on these competencies. The availability of 
assessment and criteria data in the field gives an opportunity for organisations to 
research the relevance of measures by adopting the validation approach in this study. 
It would enable the organisation to examine the extent to which the assessment 
procedure of the organisation is effective and relevant to the criterion framework.
Another practical contribution of the research relates to the experience of using 
in-house competencies as measurement criteria. Although the study the development 
of the in-house competency descriptions in line with best practices of competency 
modelling (Campion et al., 2008; Shippmann et al., 2000), the procedures undertaken 
in Phase 2 involving the competency ratings as measurement models demonstrated 
the numerous overlaps and high intercorrelations that were unavoidable given the 
description of the competencies. The study found that this “best practice” approach 
lacks clarity when determining linkages with predictor measures. On the basis of 
this experience in the research project, there is a need for a more refined criterion by 
using a hierarchical structure of competency modelling as highlighted in the process 
model. The validation analysis also demonstrated equivalence correlations from the 
broad to the narrow structure. Adopting a hierarchical structure of competency 
model gives the option of broad dimensions; at the same time, specificity into the 
dimensions could be examined (Bartram, 2004).
In relation to the ability component found in the study, the results also provided 
empirical evidence supporting the cognitive ability measure as a strong predictor of 
job performance and also some of the thinking scales in Saville PS in a South East 
Asian context. As mentioned earlier in the thesis, there have been very little 
validation studies in relation to psychometric tests in Malaysia and South East Asia
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(Kim et al., 2004). The preliminary survey highlighted in Chapter 1 (p. 5) showed 
that organisations’ practiced this assessment method but not as popular as the usage 
of personality tests. This provides empirical evidence and support for organisations 
in this region to explore the possibility of using such a measure in selection and 
assessment.
8.3. Directions for future research
The execution of the criterion-centric approach to validation and findings of 
this study provided opportunities for further work to be done which include:
• The procedures of identifying the criterion using this unique inductive 
approach provided areas that can further be improved based on the 
outcomes of Phase 1. For example, when developing criterion using 
qualitative methods such as those adopted in this study, the study can ensure 
high level of inter-rater reliabilities in procedures that involve judgments by 
for example, providing a more manageable number of card indicators in the 
sorting exercise.
• The research literature demonstrated the importance of determining linkages 
between predictors and criterion measures. Hough and Oswald (2008) 
highlighted the need to establish a more systematic and important 
relationship between personality and performance. Based on the experience 
of matching exercises, the study proposed that the development of a 
hierarchical structure for criterion might provide more clarity that is needed 
in determining linkages. Further investigation into the structure of criterion 
is strongly recommended as it ultimately impact measurement issues.
• As the findings only found support for an ability component and not other 
components as part of the leadership effectiveness framework, this led to the 
notion of the possibility of examining validity of criterion models based on 
a particular competency that have been identified as crucial, rather than 
trying to validate an entire model. This approach is an intriguing one, which 
could be usefully explored, in further research.
• The study adopted usage of mostly subjective performance data rated by 
either self or supervisory ratings. The usage of these types of ratings have 
been criticised in validation research. Henceforth, the adoption of both
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objective and subjective performance data may result in more significant 
analysis and provide further insight into such a research.
• The discussion highlighted findings that people related criteria received 
more emphasis by Asian group in the qualitative study but the current study 
did not conduct any further validation on this findings. Therefore, the 
examination of the criteria would be of value, as this would have 
management implications. More information on this could assist to establish 
a greater degree of accuracy on this matter.
• The research also showed that a sub-scale of motivation was correlated with 
the matched criterion measure and also the job performance criterion. 
Measures such as Saville PS and the Great Eight competency model have 
integrated elements of motivation into individual scales. Based on the 
relationship found with this particular scale of the predictor measure, future 
research in examining a measure specific to leadership motivation would be 
of particular interest.
8.4. Recommendation for practice
Based on the procedures undertaken and results of the criterion-centric 
approach to validation study, a few recommendations for practice have been 
identified from the deliberation of the findings and research implications discussed 
so far.
Clear and differentiated criterion framework and measures. The criterion- 
centric approach may have resulted in a differentiated criterion framework; however, 
the measures used also need to be differentiated on both side of the predictor and 
criterion equation. From the difficulties encountered in the study relating to structure 
of the criterion, it was suggested that a hierarchical structure may address 
development of criteria that are clear and differentiated.
^Relevant-centric \  The study showed that predictors and criteria measures 
from the same framework resulted in clear and undisputed a-priori hypotheses. In 
this study the: i) criterion framework, ii) Saville PS, and iii) in-house competencies 
had all been developed on different models. Therefore, besides the measures being
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criterion-centric, this finding suggests that if the predictor-criterion were developed 
with inferences to each other to a certain degree can lead to improved validation 
analysis.
Ability measure as valid predictors o f job performance. The study found 
ability to be an influential criterion in determining leadership effectiveness. In 
addition, the study also found validity in the measurement of these criteria in this 
research context despite the tool not being developed or validated in the research 
context. The findings provide practitioners and researchers direction in their efforts 
to conceptualize and measure leadership effectiveness.
Integration o f theoretical frameworks o f leadership effectiveness. The 
literature review discussed the thesis affiliation with trait theories in explaining 
leadership effectiveness. In relation to this, the findings highlighted the importance 
of theory driven criterion as found in the support of ability component. However, 
some of the findings have described the significance of the role of situation in which 
the organisational background and cultural influence had been used to explain the 
leadership criterion found. These explanations demonstrate the role of other 
influences in describing leadership effectiveness and not just traits alone. 
Researchers such as Derue et al. (2011) have already examined the integration of 
leadership theories that is; traits and behavioural theories and found that combined, 
the leaders traits and behaviour explained 31 percent of variation in leadership 
effectiveness criteria.
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8.5. Dissemination of research findings
The findings of the research project were disseminated to a few conferences 
and also to a practitioner periodical journal as outlined below:
Conference submission
Division Occupational Psychology (POP) Annual Conference 2010 
A full paper was submitted for the Division Occupational Psychology (POP) 
Conference for 2010. Title: Leadership & Competence in a South East Asian 
Context. The conference accepted the paper as a poster and presented at the 
conference in January 2010 (Appendix 8.1).
Division Occupational Psychology (DOPl Annual Conference 2011 
A paper -  A Criterion-Centric Approach for the Validation of Leadership 
Effectiveness in a ‘Getting it Right’ Organisation (Appendix 8.2) -  was submitted as 
part of a Symposium entitled ‘Creating Value through Effectiveness: Integrated 
Assessment of Performance, Potential and Role Requirements’ for the POP 2011. 
The Symposium was presented in the conference in January 2011.
Journal submission
An article was submitted to the BPS publication Assessment and Development 
Matters for the Autumn 2010 issue and was accepted and published. Title: 
Understanding and measuring leadership effectiveness in a South East Asian context 
(Appendix 8.3).
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Chapter 9 
9. Conclusion
The motivation for this research was derived from typical organisational 
reliance on assessment measures as an input to decisions on selection without prior 
validation or clear rationale for the adoption of these methods. The thesis focused on 
the criterion of leadership effectiveness due to the criticality of leaders’ role in 
organisations and also the interest of global leadership that has led researchers to 
examine the possibility of generic leadership behaviours. The research work 
presented here was undertaken in an organisational setting in South East Asia in 
which the mandates of the organisation continue to have an impact at national level 
also contributed to the interest in conducting the research, as empirical research on 
assessments of leadership are limited in this region and for such a critical sample.
The literature review in Chapter 2 highlighted key concepts relating to 
criterion domain that led to the development of the ‘criterion-centric approach to 
validation’ postulated by Bartram (2004). This included: i) multidimensionality of 
criterion, ii) differentiated criterion space, and iii) measurement model. In addition. 
Chapter 2 covered areas relating to criterion problems, structure and linkages that 
provided a basic understanding of important aspects in conducting a criterion-centric 
approach to validation. Subsequently, the study proposed a process model that 
guided the execution of the criterion-centric approach to validation for the leadership 
effectiveness criterion framework by firstly identifying the criterion using a 
competency approach and thereon determining the measurement for validation 
analysis.
The findings highlighted that the identification of the criteria was in line with 
the literature multidimensional and differentiated components. In addition, the 
similarities to a certain extent suggest an element of universality of leadership 
criterion. From thereon, the relevant measures of predictors and criterion were 
assigned for the formulation of a-priori hypotheses for the validation analysis. 
However, the final validation analysis adopting the criterion-centric approach
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showed several non-significant coefficients for the a-priori hypotheses, which in turn 
did not lend support to the a-priori criterion framework. The one definite criterion of 
leadership effectiveness that transpired in both the identification and validation 
aspect of the research was ability component rather than other trait-related 
components.
The research project was able to examine the criterion-centric approach to 
validation as it involved the usage of different type of measures, models and criteria 
structure. The involvement of these variation in the process model for implementing 
this approach showed that while the development stage of the criterion identified 
separate components, when it came to measurement, the measures did not reflect the 
differentiation as expected from the in-house competency criterion data. Basically, 
the criterion-centric approach to validation tested in this manner has demonstrated 
that it is a useful procedure that can redirect the focus of researchers/practitioners on 
the understanding and identification of the criterion domain leading to differentiated 
criteria. However, the effectiveness of executing the validation of this approach 
depends a lot on the measurement data used.
The research project demonstrated that despite the time and effort spent on 
differentiating the criteria and the shift of focus on to the criterion, problems arose in 
the validation analysis based on the measurement of criterion. The inclusion of 
several criterion data demonstrated the complexity in measuring and making 
predictions. Whilst the literature highlighted that a critical part of the criterion- 
centric approach relates to the determination of the linkages between predictors and 
criterion, here the researcher encountered difficulties in this matching when dealing 
with different models, especially when involving different level of structure. This 
affected clarity in matching predictors to criteria. The job performance criteria 
showed several significant correlations with the predictors in comparison to the in- 
house competency criterion data indicating some support for an overall assessment 
criterion measure (OJP) as opposed to the differentiated criterion space.
The key findings illuminated that the effectiveness of validation using the 
criterion-centric approach rely on both the identification and measurement aspect of
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the criterion equally. Henceforth, based on these issues encountered, the proposed 
process model has been refined to reflect potential improvements towards a better 
execution of the criterion-centric approach to validation process. In addressing the 
measurement issues of the criterion, the process suggest: i) structuring criterion in a 
hierarchical manner to provide clarity, and ii) making linkages of predictors and 
criterion measures for detailed, relevant and equivalent level of components as the 
study encountered difficulties in matching when dealing with predictors and criterion 
from different models, especially when involving different level of structure. This in 
turn would lead to well differentiated formulation of a-priori hypotheses in a 
criterion-centric approach to validation as demonstrated by Saville WAVE® model 
or the Great Eight Competency framework in the literature.
As Hough and Oswald (2008) highlighted; ‘if the criterion is complex, the 
most effective predictor composite is also complex’ (p. 276). A recent review on 
personnel selection by Sackett and Lievens (2008) raised questions as to whether the 
understanding of the criterion domain and measurement had in fact led to better 
prediction of selection and assessment measures. The study experienced the same 
notions as highlighted by the mentioned authors as the matching exercise was 
necessarily limited by the value of the performance data. Future research need to 
concentrate on clearly articulated models of performance, to aid researchers to 
conduct thorough validation studies and assist practitioners in the field to base 
assessment and talent management on solid data.
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Personal Reflections
I started this PhD research with an initial stance that the concept of the 
criterion-centric approach seemed to be a logical and practical approach to 
validation. My experiences as a human resource practitioner made me feel that this 
approach seem to be the way forward for validation study, as competency-based 
approaches are popular practices in organisations.
Nevertheless, as a researcher, the execution of the study provided challenges at 
different stages:
• The first phase of the research involving the identification of leadership criteria 
had been a straightforward approach with the qualitative methodology. This 
process was employed to ensure an independent view of the criteria based on the 
indicators. However, in implementing such an inductive data analysis, the 
continuity of the findings in each stage had been a main concern as it was critical 
that interpretations of the themes/indicators were reflective firom the previous 
stage. I found that conducting the activities in the groups made the data analysis 
process more efficient, especially in smaller groups as the discussion of the 
groups were more manageable and group members had participated equally.
• The second phase involving data collection of approximately one-hour self 
assessment proved to be a challenging task, as enthusiasm from staff to 
participate was low. My attempts of sending several reminders managed to get 
an adequate number of participants. However, when I attempted to collect the 
second round of data collection for the 360 WPE, participation was 
substantially lower, even though the data collection involved the same efforts 
as before. This time round, the invitations were limited to only those that had 
previously partaken in the assessments and as a result the same participants 
could not be easily persuaded to take part in the next stage of the research and 
at this point.
The matching exercises attempted in the study initially seemed to be a 
straightforward procedure, especially when involving the rigour of the logical
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judgment method. However, in this study, the descriptions of the in-house 
competencies had several indicators, which made the task rather cumbersome, 
as this meant that the procedure would be dealing with competencies with 
several behavioural indicators.
Overall, the whole research journey can be summed up that research involving 
existing data obtained from the applied field has its advantages and disadvantages. 
The procedure involved in this validation approach seemed simple to implement. On 
the one hand, it was not necessary to collect new data but the usage of existing data 
sourced independently from the study restricted the findings of the study. I was 
rather disappointed with the non-significant statistical results that limited any further 
research analysis.
Nevertheless, the research has provided some insights into conducting research 
using the criterion-centric approach to validation. The finding that cognitive ability 
was a strong predictor of performance had been surprising, especially since my 
personal observation in the organisation showed that it is an organisation that placed 
much emphasis on people-related themes which is also reflected in the in-house 
competencies framework.
The research experience and the findings of the study, despite the non­
significant correlations encountered, did provide key learning points in relation to the 
overall approach of the study.
Being a practitioner and not in the line of an academic career, I was initially 
reluctant to published the findings. However the submission for publication of the 
research findings proved to be an enriching experience towards writing in meeting 
the requirement of submission as it required more concision and selection in editing.
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Appendix 1.1
Survey on Selection Practices in Malaysia 
1. Selection Practices in Your Organization
*  1. Name of Organization (to ensure that we capture data from one participant oniy in each organization).
2. Please identify the SECTOR of your organization
Manufacturing 
Mining and Quarrying 
Finance, Insurance, Real Estate and Business Services 
, Wholesaie and Retail Trade, Hotel and Restaurants 
Agriculture, Forestry and Fishing 
Transport, Storage and Communication 
Government Services
Construction
Electricity, Gas and Water 
Others 
I (please specify)
3. Please indicate the SIZE of the workforce in your organization.
501-1000Less than 50
1001-300051-100
101-250 above 3000
251-500
4. In your selection process, please indicate for which JOB CATEGORIES you administer tests/assessments.
Senior Manager/Director 
jytanager/Professional 
Executive/Administration 
Secretarial/Technical 
Other (please specify)
Clerical workers 
Service, shop, and market sales workers 
Skilled agriculture and fishery workers 
Production workers
5. Please also indicate the TYPE of test/assessment that your organization uses and the LANGUAGE used in 
the tests/assessments
Malay English Mandarin Others
Test for specific 
skill (eg. typing
09/03/2011 18:17
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Malay English Mandarin Others
test)
Verbal reasoning 
test
Numerical 
reasoning test 
Non-verbal/Spatial 
. reasoning test
Critical thinking 
Personality/Traits 
Motives 
Values
Honesty/Integrity 
Vocational interest 
Work samples 
Group exercises
Simulations
Interviews
(Corripetency-
based)
Unstructured
interviews
Application forms 
CVs
References
Language 
proficiency (eg. 
writing)
360 assessm ent
Other (please specify)
6. P lease also  sh a re  any related details of te s ts /a sse ssm e n t practices in your organization (eg. percen tage of 
English or Malay used in selection)
7. For te s ts /a sse ssm e n ts  se lected  in Question No. 5, p lease provide the PURPOSE of using the 
te s ts /a sse ssm e n ts  in your organization (you may tick m ore than  one purpose).
,  , Id en ^ in g
selection (eg management potential(eg. ,
new recruits) (eg. rotation/ track) prpmotion/
09/03/2011 18:17
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attachment) succession)
Test for specific skill (eg. typing test) 
Verbal reasoning test 
Numerical reasoning test 
Non-verbal/Spatial reasoning test - 
Critical thinking 
Personality/Traits 
Motives 
Values
Honesty/Integrity 
Vocational interest 
Work sampies 
Group exercises 
Simulations
Interviews (Competency-based) 
Unstructured interviews 
Application forms 
CVs
References
Language proficiency (eg. writing) 
360 assessm ent
I  Other (please specify)
8. How long has your organization been using the selection practices you indicated above?
9. How often does your organizations review its selection practices.
10. Please comment on the reasons of choosing the test/assessment practices identified above.
4 09/03/2011 18:17
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11. Do provide me your emaii address for me to update you on the findings of ail participating organizations 
in this survey.
4 09/03/2011 18:17
Appendix 1.2
luhamad M Miss (PG/R - Psychology)
om: Mazlina Muhamad [mm00099@surrey.ac.uk]
?nt: 28 October 2007 11:02
y. Muhamad M Miss (PG/R - Psychology)
jbject: Quick HR Survey - Your Participation is Valued!
sar HR Co.Ileaguêv
am currently pursuing my PhD in Organizational Psychology focusing on psychometric 
5ols in organizational settings. As the first part of my research,.1 am conducting 
irket research on current selection/recruitment practices in Malaysia. Your 
irticipation in this hrief survey is important, as it will help to establish the 
sage of psychometric tools in a Malaysian context.
will share the findings with all participating organizations; and benchmark current 
ilaysian practice against existing UK and'US data.
Lease also forward me other HR colleague email addresses dr this email and link to 
le survey in other organizations, who may also benefit from taking part.
: you have any queries relating to this study, you can email me at mm00099 
3urrey.ac.uk.
lank you.
_nk to survey
:tp://mcsv.net/cgi-bin/redir?MCid=GcStJiUgtsSff0a5ffea 
:he survey will be open between 24 Oct - 8 Nov 2007). .
-1 responses will be analyzed collectively and no individuals or their organizations 
m  be identified from the final summary of our data. Please be assured that all 
ïsponses will be treated in confidence.
izlina Muhamad 
:hool of Psychology 
liversity of Surrey 
lited Kingdom
) unsubscribe from our list, please visit:
:tp://list-manage.com/unsub.phtml?id=3ff0a5ffea
Appendix 1.3
SURVEY ON SELECTION PRACTICES IN MALAYSIA WINTER 2007
A total of 34  organization 
participated irf mis sotYey  ^
widt 38% (n=l 3) from the 
Finance  ^Insurance, Real Estate 
& Business Sci'vlces sector 
followed by the Manufacturing 
sector with |8% (n=6)..
f^rticipants were mostly from 
organizations with more than
dmriDarim
'I  ^  x": "?%!r i
Comparing Selection Practices
Som e G eneral Findings..*
Most organizations in Malaysia (85% and above) include application 
forms, CVs and reference in their selection process. This is similar to 
selection practices in the US where ‘resume, applications blanks and 
reference check’ topped the ranking o f major selection techniques 
utilized (95% and above). In relation to this, it was found in the UK  
(AGR) survey that 65% o f  companies are only accepting online 
applications.
♦  Structured Interviews are used in 79% o f  the participating 
organizations in Malaysia, similar to 88% o f  organizations using this 
technique as published in the UK (CIPD) survey in 2006.
Som e Specific Psychom etric T est Findings...
Personality assessments m selection process in the three countries’ 
survey differs, with more organizations in Malaysia adopting this 
method m their selectiop process:
Survey Personality (%)
US 19
UK (CIPD) 30
Malaysia 74
Test fo r  specific skills were ranked quite high in selection in all three 
countries. In the UK, this technique is ranked below interviews but 
still with a relatively high percentage.
Survey T est for Specific Skills 
(%)
US 50
UK (CIPD) 80
Malaysia 47
In terms o f  psychometric ability testing, data is only available for the 
UK and Malaysia. There is a marked difference in the adaptation o f  
spatial reasoning tests. This could be because spatial test are free 
from culture/language bias:
Survey Numerical Verbal Spatial
(%) (%) (%)
UK (AGR) 75 66 2
Malaysia 65 65 50
Group exercise are part o f 46% of organizations’ selection process as 
identified in the UK CIPD survey, where as 41% o f the participating 
organizations in Malaysia use this method.
Comparison o f selection practices is limited to the above findings due to 
unavailability of other comparative data. The remaining part o f  these 
findings will look at data only from the participating organizations in 
Malaysia.
MAZriNA MUHAMAD mm00099@surTev.ac.uk or mazlina@bnm.gov.mY
SURVEY ON SELECTION PRACTICES IN MALAYSIA WINTER 200%,
More insight into selection  in Malaysia...
♦ Selection processes are adopted for all types o f  jobs  with the most adroinistration o f test/assessments done 
for Manager/Professional job categories (68%, n=23).
♦  Overall, from the sample o f a relatively diverse sector and size o f  organizations, the majority o f  
organizations are conducting their selection processes in the English language. In total, only between 1 
and 4 organizations indicated the usage o f Bahasa Malaysia in the selection practices, with the exception 
of 6 organizations using Bahasa Malaysia and 1 in Mandarin in application forms and interviews
♦  Critical thinking tests are for the purposes o f selection [eg. new recruits] (n=13), identifying potential 
(n=12) and leadership/promotion (n=12).
♦  Test fo r  specific skills, verbal, numerical and spatial reasoning test are mostly used only in selection 
[eg. new recruits] purposes,
♦  Participating organizations that indicated they used personality/traits test used it mostly to facilitate 
selection [eg. new recruits] (n=18) but it was also used for purposes o f career management (n = ll) , 
identifying potential (n=9) and leadership/promotion (n=l 1).
♦  It was observed that rewards rarely (less than n=5) referred to any o f the selection techniques identified 
here.
♦  Reasons fo r  choosing the selection practices include, identifying candidate that fit the corporate or 
organization culture and also based on resources in terms o f financial, time and personnel.
res establish the potential o!’ 
talent.
Mazlina Muhamad 
PhD Student 
School of Psychology 
University of
T h a n k  y o u  f o r  y o u r  p a r t i c i p a t i o n !  
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irogramme and has thus agreed to host and support the series of studies outlined below (see attachment for a copy o f the 
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larticipants will be interviewed in a mutually agreed time and location such as meeting/discussion rooms during their working 
lOurs in the workplace.
lource of the participants to be studied:
The organization in which the first researcher is an employee is the source o f study. The organization has been practicing 
lumerous selection methods in recruitment, promotion and development initiatives for different job levels and thus this study 
nvolving assessment using psychometric tests wül be not anything out o f the ordinary for participants. The Human Resource 
/lanagement Department strives to ensure valid and accurate selection decisions by reviewing its assessment processes 
leriodically and results in reviewed assessment procedures with new assessment methods for personnel from time to time.
Participation wül be sought from the researcher organization, which wül focus on the executive job levels; Assistant 
jovemor. Director, Deputy Director, Manager and Senior Executive. The participants from these levels wül enable the 
larticipants to capture leadership attributes within the organization being representative of the leaders peers, supervisors or 
lirect subordinates. The number of participants wiU vary according to the methodology of the research. The Human 
Resource Management Department of the organization will be the focal point for the researcher with regards to any 
ecruitment of participants, (see Appendix I -  pp. 10).
’or participation of online tests/assessments, participants will be recruited through ah electronic-mail invitation (see Appendix 
/11(a) & Appendix VII(c)) sent to aU individuals in the organization. The email wiU be sent through the organization maüing 
groups. This email includes detaüs of the study, and if they choose to participate, a further email, with Consent Form (see 
Appendix V) and preparation guide (see Appendix (a)) will he sent that invites participants to partake in assessment using the 
inline tools. The number of participants is targeted to a minimum of 100 and the number of participants is not capped. 
Participation is based on mutual agreement, and individuals are free to withdraw at anytime.
selected number of participants will be invited to participate in interviews. Participants will be recruited through an 
ilectronic-mail invitation (see Appendix VII(b)) to randomly selected personnel using a stratified sampling of the personnel 
ist according to the executive job level by which wiU be obtained from the Human Resource Management Department of the
2
Drgamzation and each level will be represented with at least 5 participants of the total population in that particular job level. À 
:otal of approximately 25 participants will be needed to participate in the interview. This figure is representative of the 5 
evels of management and executive job categories.
The email will include details o f the study, and if they choose to participate, an acknowledgement email wül be sent that 
nvites participants to partake in the interview with confinhation of the time and venue for the interview. Interviews wiU be 
leld in a quiet mutuaUy convenient location such as pre-booked meeting/discussion rooms in the organization during their 
vorking hours.
Details o f payments to participants: 
i/a
hvestigators are asked to note that research proposals involving the foUowing must be submitted to an NHS Research Ethics 
Dommittee for ethical review. Please indicate which of the categories below, if  any, applies to your research, and provide 
ietaüs of your NHS REC application. The Ethics Committee wül not consider research proposals that meet any o f these 
criteria untü NHS REC approval has been obtained.
I. patients and users of the NHS. This includes aU potential research participants recruited by virtue o f the patient or user’s
past or present treatment by, or use of, the NHS. It includes NHS patients treated under contract with private sector
institutions, n/a
). individuals identified as potential research participants because o f their status as relatives or carers o f patients and users of 
the NHS, as defined above, n/a
:. access to dqta, organs or other bodily material o f past and present NHS patients, n/a
i. fetal material and IVF involving NHS patients, n/a
;. the recently dead in NHS premises, n/a
\ the use of, or potential access to, NHS premises or facüities. n/a
NHS staff" -  recruited as research participants by virtue of their professional role, n/a
las a risk assessment been carried out m respect o f this research, either for potential participants or the researchers? If yes, 
üease attach a summary document of the issues considered. If no, please explain why it has not been done.
Please see attached proposal.
iVhat are the potential adverse effects, risks or hazards for (a) research participants? (b) researchers? 
i) There are no foreseen adverse effects, risks or hazards for the participants and researcher.
What are the potential benefits for research participants?
Participants that participate in the online psychometric tools have the opportunity to receive feedback reports for the tools they 
have completed. This may include a report on; the Saville Job Profiler - a report that assess the relative importance o f different 
areas to a work role (see Appendix (b)), a personal report o f the Saville Professional Styles -  a report that provides you with 
summary feedback about individuals’ motives, preference, needs and talents in a number o f work relevant areas (see Appendk 
[c)) or Saville Aptitude Assessment r a report o f the assessment o f ability to reason with information presented in verbal, 
numerical and diagrammatic formats (see Appendix (d)). Further personal feedback and enquiries on the reports will be made 
available for participants by providing contact details o f the researcher Mazlina Muhamad and Dr. Almuth McDowall, both o f  
whom have undergone specialist training in these instruments. For participants that participate in the interviews, potential 
nenefits are that it will give opportunity to the participants to reflect on their current job and also leadership role that they 
experienced within the organization more systematically. Throu^out the study, any generic progress and findings will be 
feedback to the management o f the organization to furflier be cascaded to staff in the organization through the organization 
intranet by the Human Resource Management Department.
Please provide details of arrangements for the collection, retention, nse and disposal of research data:
fhere will be a constant strict maintenance of confidentiality in accordance with the BPS Code of Ethics within this research 
•egarding the participant involvement, completion of online psychometric tools, interview recordings and transcription, as 
well as preliminary findings.
?oi any online tools completion, besides participants responses, participants’ demographic data will also recorded. The 
esponses of online tools will be relabelled with a reference number to ensure that their responses wiU be securely confidential 
md anonymised. Records of the reference number for whom the responses belong to will only be made known to the 
•esearchers involved in the study. Electronic responses will be held on an external server that is encrypted the same level o f 
security as banks and credit card transactions, which wül only be accessible, by the first.researcher and the provider of the 
)nline tools.
For the interviews part of this study, the first researcher (Mazlina Muhamad) wül collect the data through individual semi- 
îtructured face-to-face interviews. Each participant interview wül be recorded using a handheld tape recorder, which wül 
)nly be accessible to Mazlina Muhamad and Dr. Almuth McDowaü. The interview recording wül be transcribed by the first 
•esearcher or independent transcribers who wiU use the data and the only two individuals who wül have access to the data wül 
)e herself and Dr. Almuth McDowall. Once the research project is completed, all recordings will he destroyed and the 
nterview transcribes shredded.
3as a Criminal Records Bureau (CRB) check been carried out in relation to this research? (This wül be required for research 
ictivity which will bring staff and/or students into contact with children or vulnerable adults). If yes, please attach copies o f the 
elevant documentation, 
i/a
For Drugs Trials
Please state Phase:
I. If a new drug, does it have a Clinical Trials Exemption Certificate or Product Licence Number ?
ii. If a new drug, give details o f toxic/side effects so far reported:
iv. In addition to the recorded toxic/side effects, state any potential risks to the subjects and the precautions taken to
deal with the situation:
Checklist of Accompanying Documents (Please tick the appropriate boxes)
Please ensure that, where appropriate, the following documents are submitted along with your application:
i A summary^ o f the project, (approximately 500 words), including its principal aims and objectives ; this should 
provide a clear description of who is doing what, to whom, to how many, where, when and why in non­
technical, lay terms
'
i The detailed protocol for the project
i Evidence of agreement of other collaborators
/ Copy of the Information Sheet for participants
7 Copy of the Consent Form
i Copy of questionnaire/interview Schedule
1 Copies of standard letters related to the project
i Copy of risk assessment 
i
K Protocol Submission Proforma: Insurance
K Confirmation that CRB (Criminal Records Bureau) checks have been carried out -  this will be required if  there 
is contact with children and vulnerable adults for significant periods of time
1 Evidence of insurance cover/indemnity, particularly for drugs trials (Please refer to the Insurance Guidelines)
i  Copy of the Clinical Trials Exemption Certificate or Product Licence Number
ii Information concerning any other Ethical Committee to which an application for approval is being made
V Letter of notification of NHS approval
18. Names and signatures o f all Investigators:
Almuth McDowall Mazlina Muhamad
19. Date o f Application: 22"  ^July 2008.
\  Appendix I
A Criterion-Centric Approach of Validity of Psychometric Tests in Assessing Leadership Potential
in a Malaysian Organization
An initial exploratory study that involved a market research survey conducted in October 2007 conducted by the first 
esearcher,. showed that Malaysian companies are adopting various types of psychometric tests in their selection of new 
ecruits, leaders and also for development such as aptitude , ability or personality tests. With any psychometric tests, among 
he potential cultural influences of psychometric tests include construct bias, method bias and item bias (Vijver & Hambleton, 
L996). This research will examine possible cross-cultural ramifications for testing using tools that were developed in the UK 
or international testing. Thus the research aims at providing a clearer understanding of potential cultural influences that 
night affect the psychometric properties of tests and the associations between measures. At the same time, the study will 
irovide local validation data for usage of psychometric tools enabling a more valid approach to assessment in the organization 
vhich will be of benefit to the organization and individuals within it, by ensuring a better fit of individuals to leadership roles.
In relation to psychometric testing, validity coefficient studies of assessment methods have mainly focused on 
iredictions of job performance or training in other words how well does personality or ability tests predict job performance. 
This prediction centric approach to validation has limitations, in particular the relative lack of focus on appropriate criterion 
neasures such as job performance (Bartram, 2005). Bartram (2005) had identified common criterion of workplace 
lerformance from a multidimensional analyses of self and manager ratings of performance to form the “Great Eight” 
:ompetencies. This criterion-centric model was used to explore the validity of various potential predictors of workplace 
lerformance such as ability and personality. Bartram (2005) demonstrated how this criterion centric approach to validation 
vhich involves differentiating performance in the criterion domain such as differentiating factors of job performance will lead 
o better articulated predictors of work-related behaviours. Thus in this study, a criterion-centric approach wiU also be 
idopted to examine the validity of psychometric testing as this is still an emerging area within occupational psychology.
A set o f studies will be conducted on validation o f psychometric tools based on a criterion-centric approach focusrug 
peciBcally to the assessment o f leadership potential. Leadership is critical to an organization and research has focused on a 
lifferentiation o f managers and leaders. Bartram (2004) indicated that management is about keeping an existing system 
unning, whereas leadership is about creating it, developing it or changing its direction. Despite research having established 
he criticality of leadership within an organization, research on management and leadership have been criticise due to lack of  
jeneralisability across organizational settings, sectors, and culture (Hamlin & Cooper, 2004). Leadership is seen as separate 
fom management in the organization m this study as reflected m numerous initiatives that focuses on the assessment and 
levelopment of a leaders’ role differently from managerial post, and thus this study aims at exploring the emerging criterion- 
:entric approach to validity in the assessment o f leaders.
The research will be carried out in the researcher’s (Mazlina Muhamad) organization who are the sponsors for her 
'hD. Programme and her employer. Leadership in this organization plays a vital role as the organization initiatives and efforts 
lave a national level impact on the economy and financial stability o f the country. The organization has put in place many 
nitiatives o f leadership that focuses on assessment and also development o f leaders. As part o f assessment o f leaders, the 
irganization has been practicing a ‘Leadership Profiling Centre’ which involves numerous assessment efforts such as 360° 
issessment of leadership styles and climate and behavioural interviews to determine the leadership potential o f personnel. The 
esults o f the assessment will further be used for input o f development. Given the importance and relevance o f  assessment
results in leadership and also the existing literature on psychometric validation and also the cultural context o f testing, the study 
aims at examining the current assessment practices o f  the organization o f leaders in which general findings without any 
reference to individuals o f the study will eventually be fed back to the management o f the organization that can lead to 
optimization o f the organization processes.
Design of Study
Participants
This study will consist o f two phases that include both online testing and an interview study. Participation will be 
sought from the researcher organization, which will focus on the five levels of executive job categories; Assistant Governor, 
Director, Deputy Director, Manager and Senior Executive. The Human Resource Management Department of the 
organization will assist to recruit participants which may choose to take part in both the interview component and the 
psychometric assessment.
For participation of online tests/assessments, participants will be recruited through an electronic-mail invitation (see 
Appendix VH(a) & Appendix VII(b)j to all individuals in the organization. The email will be sent through the organization 
mailing groups. This email includes details o f the study, and if they choose to participate, a further email, with Inform 
Consent Form (see Appendix V) and preparation guide (see Appendix (a)) wül be sent that invites participants to partake in 
assessment using the online tools. Participation is based on mutual agreement, and individuals are free to withdraw at 
anytime.
For the interviews arranged in the study, a total of 25 participants wiU be needed to participate in the iuterview, 
where five participants wiü be interviewed at each job level, this number is in line with prior published studies employing a 
dmilar methodology (e.g. Süvester & Dykes, 2007). Participants wül be recruited through an electronic-maü invitation (see 
Appendix VII(b)) that randomly selects personnel using a stratified sampling of the personnel list according to the executive 
job level. The emaü wiü include detaüs of the study, and if they choose to participate, an acknowledgement emaü wül be sent 
hat invites participants to partake in the interview. Interviews wiü be held in a quiet mutuaUy convenient location during 
heir working hours.
Design o f Study
This study will be a two-phase study; Phase 1 wiü explore and establish the criterion of leadership and Phase 2 of the 
study will follow suit six to twelve months after the first phase examining the validity of psychometric tests in identification of 
eadership using the criterion centric model that was identified in Phase 1 (see Table 1).
Table 1
Studj ri'mcli „e TOO.
^hase 1
dentifying the leadership model 
criterion)
July-Aug 2008
Saville Job profiler
Assesses the relative importance of 
different areas to a work role, akin to 
a job analysis based on four 
behaviour clusters (solving problems, 
influencing people, adapting 
approaches and delivering results).
The questionnaire consist of 36 
behaviour dimensions that are
Critical incident interviews
grouped into 12 sections.
Saville Professional STYLES
An online questionnaire measuring 
personality, motivation, 
competencies and preferred culture
The questionnaire consist o f 
blocks o f 6 statements which you 
are asked to rate on a nine-point 
scale, ranging from ‘Very
Performance records
^hase 2 . Strongly Disagree’ to ‘Very
Vleasming the criterions using April-May 2009 Strongly Agree’
)sychometric tests
Saville SWIFT Aptitude Test
Assesses critical reasoning through 
Verbal, Numerical and 
Diagrammatic sub-tests,
The 3 short tests (6 minutes each) 
measures verbal, numerical and 
diagrammatic analysis aptitude 
areas that are important in the world 
of work for a variety of roles.
Phase 1 will consist o f identification o f criterion using an online tool, Saville job profiler, followed by a validation 
study using a critical incident interview with individuals that are represented by each o f the executive job level. The Saville 
Job Profiler is a tool that assesses the relative importance o f different areas to a work role (akin to a job analysis) while the 
individual semi-structured face-to-face interviews using the critical incident technique will be used for further validation o f the 
criterion. The critical interview technique is a qualitative interview procedure which facilitates the investigation o f significant 
occurrences (events, incidents, processes or issues) identified by the respondent, the way they managed, and the outcomes in 
terms o f perceived effects (Chell, 1999). .
Phase 2 will consist of assessing the leaders using psychometric tests that are relevant to the criterion identified in 
Phase 1 followed by further validation using any existing performance records in the organization, if  available. The online 
psychometric tools that will be used in this phase include the Saville Professional Styles which assesses individual motives, 
preference, needs and talents in a number o f  work relevant areas and Saville Aptitude Assessment, which is an assessment of 
ability to reason with information presented in verbal, numerical and diagrammatic formats. For the validation study in this 
phase, informed consent would have been sought from participants for the researcher to access their performance data solely 
for the research purpose (see Appendix V). Upon agreement, the researcher will obtained the performance records from the 
Human Resource Management Department as the custodian of performance records, and thus will only be used with consent 
of the participants and management of the organization.
l>aia Collection, Material and Procedure
Phase 1
Phase 1, the Saville Consulting Wave Job Profiler wiU be used as the onhne job profiler. The tool assesses the 
relative importance o f different areas to a work role such as solvmg problems, influencing people, adapting approaches, 
dehveiing results and reasoning at work. Participants’, responses will reflect their perceptions o f what is important to the job 
role. Demographic data wül also be coUected; this includes position, age, years of service, years on post and department. This 
information is necessaiy, to establish as to whether any background details o f the sample is relevant to the study. However, 
these detaüs wül be kept strictly confidential and anonymised by using reference numbers that are known only to the 
researcher. After, participants have agreed to participate in the study, participants wül receive an acknowledgement emaü from 
the researcher attached with an Consent Form (see Appendix V). Participants that have returned the signed form to the 
researcher in which their email address will be collated and forwarded to the tool provider. Participants will then receive an 
email from the tool provider with instruction for completion o f the tools. They may complete the tool as and when they are 
able to do so within a 2 weeks period.
In the second part o f Phase 1 study, the interviews wül be conducted as part o f the validation o f criterion o f leadership 
that was identified through the online job profiler and the existing leadership model that the organization have put in placed. 
For the interviews, the critical incident technique, will be adopted as this technique will enable the researcher to empirical 
evidence on the criterion that has been identified through the online job profiler and the current leadership model. CheU 
(1999) indicated, that the objective o f critical incident technique is to gain an understanding o f the incident from the perspective 
of the individual, taking into account cognitive, affective and behavioural elements. The interview schedule wül be a guide to 
the interviewer in conducting the interviews and gaming access to thé incidents. Each interview should last at least one hour in 
length in order to provide the participants with sufficient time to describe and explain a critical incident relating to leadership. 
Each participant interview wül be recorded using a hand-held tape recorder.
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For the interviews, staff from the different executive job level i.e. peers, subordinate and supervisors will be 
nterviewed as to incidents that they have observed as demonstration of leadership attributes within the organization. After 
jarticipants have agreed to participate and indicated their availability, the participants are to be interviewed at a mutually 
igreed prearranged time and venue. The interview will be conducted in a conducive room where he or she would not be 
iisturbed in order to ensure complete privacy during the individual interview. The interviewer will set the context of the 
nterview by explammg the study and also the critical incident technique. The participants are then asked to complete the 
nformed consent form (see Appendix V). This will then be followed by the interview schedule, which will allow the 
)articipant to speak about areas o f their experiences with leadership which he or she believes to be particularly significance, 
[he complete instructions given to participants are as follows:
We are interested in finding out about leadership within the organization. You will be asked to 
recall a particular incident in which you experienced or observed leadership and answer some 
specific questions about the situation, circumstances, outcome and your reactions at the time.
Please try to give as much detail as possible; we are interested in what you observed and 
experience during that time. There is no right or wrong answer to the questions.
The interview should come to a close once the participant has exhausted the topic o f his or her lived experiences on 
eadership. Participants will be debrief on the preliminary findings of the study through email later in the study.
Phase 2
For the Phase 2 o f the study, which is targeted between 6 to 12 months after completion o f Phase 1, the Saville 
Professional Styles and the Saville Work Aptitude Assessment, which includes a test o f  verbal, numerical and diagrammatic 
malysis identified psychometric tools wül be conducted online to assess the leadership criterion-centric model that was 
identified in Phase 1.
The Savüle Professional Styles which assesses individual motives, preference, needs and talents ia a number o f work 
■elevant areas on four major clusters o f thought, influence, adaptability and delivery. Participants’ responses wül reflect their 
perceptions on how they perceive themselves on these different clusters that are made up o f 12 section headings for each 
:luster. On the other hand, the Savüle Work Aptitude Assessment will assess participants’ abüity to reason with information 
presented in verbal, numerical and diagrammatic formats. Demographic data wül also be collected; this includes position, age, 
years o f service, years on post and department. This information is necessary, to establish as to whether any background details 
pf the sample is relevant to the study and to identify relevant performance records for validation. However, these details wiü 
pe kept strictly confidential and anonymised by using reference numbers that are known only to the researcher. After 
participants have agreed to participate in the study, participants will receive an acknowledgement email from the researcher 
attached with an Inform Consent Form (see Appendix V). Participants that have returned the signed form to the researcher in 
which their email address will be collated and forwarded to the tool provider. Participants wül then receive an email from the 
tool provider with instruction for completion o f the tools. They may complete the tool as and when they are able to do so 
within a 2 weeks period.
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Ethical Considérations
Each of the participants will be treated in accordance to the British Psychological Society’s (2006) Code of Ethics and 
fractice regulations. Recruitment o f participants will be based on mutual agreement basis and can be withdrawn at any point 
)f time. Informed consent wül be obtained from participants at every stage o f the data coUection. In the event that a 
participant would hke to complain about the conduct o f the researcher they would address the researcher’s supervisor, Dr 
Ahnuth McDowaü, in the first instance. Participants will be debriefed by reiterating the objectives o f the research and how his 
pr her data wiU contribute it.
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Appendix 3.2
Mazlina Muhamad
No 1 Lorong Taman Pantai 4
Bukit Pantai
59100 Kuala Lumpur
Malaysia
UNIVERSITY OF
SURREY
.Ethics Comm
07 August 2008 
Dear Mazlina
A Criterion-Gentric Approach of Validity of Psychom etric T ests in A ssessin g
Leadership Potential in a Malaysian Organisation
EC/20Q8/46/FAHS
On behalf o f th e  Ethics Committee, 1 am pleased to confirm a favourable ethical 
opinion for th e  above research on the basis described in th e  subm itted protocol and 
supporting docum entation.
Date o f  confirmation of ethical opinion: 7 August 2008.
The final list o f docum ents reviewed by the Committee is as follows:
Summary of th e  project 7 Aug 08
Detailed protocol 7 Aug 08
Consent form 7 Aug 08
Questionnaire/Interview schedule 7 Aug 08
Recruitment emails phase 1 and 2 7 Aug 08
Confirmation o f consent from Bank Negara Malaysia 7 Aug 08
This opinion is.given on the understanding that you will comply with the University's 
Ethical Guidelines for Teaching and Research.
The Committee should be notified o f any am endments to the protocol, any adverse 
reactions suffered by research participants, and if the study is term inated earlier than  
expected with reasons.
You are asked to  note that a further submission to  the Ethics Committee will be 
required in the event that the study is not com pleted within five years o f the above
date.
Please inform me when the research has been com pleted.
Yours sincerely
Aimee Cox (Miss)
Secretary, University Ethics Committee 
Registry
cc: Professor T Desombre. Chairman, Ethics Committee
BANK NEGARA MALAYSIA TelophoOB 60(3)2e98-B 044 JalenD olo'O nn
C E N T R A L  BA M K  O F  M A L A Y SIA  Facslmilo bo{3) 2599.7929  50480 Kuala Lumpor
Web www.fanir.gQV.my Malaysia
3 July 2009 Our ftefefûïiCB :
Mazlina Muhammad 
University of Suirey 
United Kingdom
Dear Clk Mazlina,
Approval to continue nonduoftng PhD Research Study in BNM
We are pleased to inform you that the Bank has approved your requests as below:
• continue to conduct your PhD research study on leadership and usage of psychometrics 
tools on a targeted sample of the Bank's popuiatlon as the participants of your study from 
July until September 2009;
• reinstate the allocation budget of GDPEIOOO that was approved for your research 
purpose dated 16 July 2008 for the Installation the application software of relevant Saville 
Consulting Ltd UK psychometric assessment tools; and
• to provide performance data of staff that partlolpate In the study (confidential information).
The confidential information released to you Is to be used only for the purpose of your PhD 
research. You, as the researcher will be the sole person with access to the information that Is 
provided to you. You will need to ensure the data Is secured and oohfidenflal throughout vour 
research.
A^ain, please do note that this information Is given within the context that as an employee and 
staff scholar of the Bank, you will uphold your obligations to maintain the confidentiality of the 
information and that the Bank shall at Its sole discretion reverse the right to withdraw its 
permission for you to prooeed with the research should there be any breach of the stipulated 
conditions, ^
On behalf of the Bank, I would like to take this opportunity to express our sincere wish that you 
will successfully conduct your research during the stipulated period. Mease do extend a copy of 
your research findings to the Human Resource Management Department to enable the 
department to take pre-emptive measures wherever applicable.
Thank you.
NORU2Am6 hd 2IN 
Deputy Director
Human Resource Management Department
H um en  R e a n u fc e  M anH ÿem cn tD âparfm ou l 
t lH  iOO/IOO-J 82H  SOGZMSZ 808+ ttSf-fiOIH MdOSUO 6002-20-
Appendix 4.1
INTERVIEW SCHEDULE*
Differentiation of Manager and Leader Role
• How would you define a Manager? How would you define a Leader?
o [Probe: What kind o f  things comes to mind immediately when [  
mention Manager/Leader?] 
o ]Probe: Are Managers/Leaders different in any way?]
Observation and Experience ofLeadershm  Attributes
I would like you to think of particular experiences of working under someone whom 
you consider a leader.
Select three critical events -  two positive and one negative -  which in your opinion 
have clearly demonstrated a leadership role. [Probe: can you think of specific 
incidents? Which one would you like to describe first?]
Think back to this incident in which you were working with him/her directly. Can 
you describe...
• What happened in the situation?
o What incident/situation was this? 
o When was it? 
o What happened?
o What did he/she do specifically that demonstrated leadership?
•  What did he/she do that was especially effective [or ineffective[ as a leader?
o What was it about the specified situation that he/she made it 
successful/unsuccessful? 
o Why do you say this was an effective/ineffective experience o f  
leadership?
o How did his/her actions make you feel? What were you thinking?
- • What was the outcome or result of his/her action?
o What was the specific outcome o f  his/her action that you had 
considered effective/ineffective leadership? 
o How did you/team react?
o How did it make you feel? What were you thinking?
•  Why was this action effective or what more effective action might have been 
expected?
o What would other leaders you know do? 
o How do you believe this would have made any difference? 
o Were there any positive/negative results o f  this experience?
* PLEASE NOTE: this interview schedule should be read as a catalogue of potential 
questions, further ad hoc probes may be added as the interview progresses
Appendix 4.2
RECRUITMENT EMAIL
Phase 1 -  Interview
Dear All,
lam  currently.pursuing my PhD research in Occupational and Organisational Psychology 
at the University of Surrey under the supervision of Dr. Almuth McDowall.
I will be undertaking a research study that focuses on psychometric and leadership in a 
Malaysian organization. These two areas have received tremendous interest and are most 
significance in organizations throughout South East Asia but in which there, is lacking 
research evidence that have taken into consideration cross-cultural influences of these 
two areas. We would like to explore individuals’ observations and experiences of 
leadership attributes within an organization. Following this, we would like to examine the 
usage of psychometric tools to measure the leadership criterion that we had identified. 
We expect that findings will provide empirical evidence of this under-researched area, 
which will ultimately provide a clearer understanding of potential cultural influences in 
using psychometric and measuring leadership potential.
To this extent, we would tike to invite your participation in the Phase 1 of the study that 
focuses on establishing the criterion of leadership. We are currently recruiting volunteers 
whom we would like to interview at a mutually convenient time and neutral location. 
Each interview will last approximately one hour and take the form of an informal 
conversation around the participant’s experiences. There wül be ample opportunity to 
clarify and ask questions throughout, participants are free to withdraw fi*om the process at 
any time, or refuse to answer particular questions. With consent firom each participant, 
the interview wül be recorded and transcribed to aUow a thorough analysis of the data. 
Once transcription has taken place, the recordings wiü be destroyed. The interview data 
will be held confidential and used for the sole purpose for this project orüy; Dr. Almuth 
McDowaü and myself wül have access to individual data. AU respondents wül be 
anonymised through pseudonyms in the final summary of the findings. AU participants 
WÜ1 be given an opportunity to comment on the analysis, and wül obtain a user-friendly 
summary of the findings.
If you are interested in taking part, please contact me on mmQ0Q99@surrev.ac.uk or Dr. 
Almuth McDowall on a.mcdowall @ surrev.ac.uk. We wiü proceed with arranging a 
suitable time and location. We would also be happy to answer any further queries on this 
study.
Thank you.
Yours,
Mazlina Muhamad
APPENDIX V
Appendix 4.3
UNIVERSITY OF
SURREY
Consent Form
Study Title: A Criterion-Centric Approach of Validity of Psychometric Tests in Assessing Leadership Potential
in a Malaysian Organization
Description of Study; The aim o f this study is to explore criterion of leadership within the workplace
environment and usage of psychometric tools in identifying leadership. Our objective is 
to develop a criterion-centric leadership model based on quantitative and qualitative 
methods and consequently examine the potential cultural influences o f assessment using 
psychometric tools that measure the identified criterion.
• I the undersigned voluntarily agree to take part in the study on a Criterion-Centric Approach o f Validity of 
Psychometric Tests in Assessing Leadership Potential in a Malaysian Organisation.
• I have read and understood the Information Sheet provided. I have been given a full explanation by the investigators 
of the nature, purpose, location and likely duration of the study, and of what I will be expected to do. I have been 
advised about any discomfort and possible ill-effects on my health and well-being which may result. I have been given 
the opportunity to ask questions on all aspects of the study and have understood the advice and information given as a 
result.
•  I agree to comply with any instruction given to me during the study and to co-operate fully with the investigators. I 
shall inform them immediately if  I suffer any deterioration of any kind in my health or well-being, or experience any 
unexpected or unusual symptoms.
•  I consent to my personal data, as outlined in the accompanying information sheet, being used for the research project 
detailed in the information sheet, and agree that data collected may be shared with other researchers or interested 
parties. I understand that all personal data relating to volunteers is held and processed in the strictest confidence, and in 
accordance with the Data Protection Act (1998).
•  I understand that I am free to withdraw from the study at any time without needing to justify my decision and without 
prejudice.
•  I confirm that I have read and understood the above and freely consent to participating in this study. I have been given 
adequate time to consider my participation and agree to comply with the instructions and restrictions o f the study.
• I understand that researcher in this study may access my performance records held in Human Resource Management 
Department and I grant access that she may do so given that it will be anonymised and used solely for research 
purposes.
Name o f volunteer (BLOCK CAPITALS)
Signed
Date
Name o f researcher/person taking consent (BLOCK CAPITALS)
Signed
Date
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Appendix 4.6
0.
Background
These cards are snippets/extracts of EFFECTIVE and 
INEFFECTIVE leadership behaviours/traits from interviews that 
were conducted based on what they had experienced in their 
organizations. These behaviours will further be used to identify a 
leadership competency model.
Instruction
1. Get familiar with the cards.
2. Wdrferfig together, combinecdrdstnat
earn
you feel ha<
\ é o
d a r ^ ^ a t  i^nTirlSîke'séhse güt*bf corroxtJ*
5. Asb‘ for.clarlfi^ioff if disagreements exist between yotir
I s  tjan=i..«iar
th a t make sense to Voa. i
Picture.taken from  ; http://www.flkkr.CQoi/photos/lloydy#l733945/
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Tlie p erso ria l Information co llected  Is-only for ré fé ren ce  pu rp o ses , of your oarticipatl’on in the re sea rc ti. This is d u e  to the  fac t tha t this qu estio n n a ire  is  s e t  up in a  different platform a s  the  
o ther b to  q u estionna ire  tnat you ha^re'going to  com ple ted
D epftrtm eiii
P le a s e  ra le  th e  fo llow ing  s ta te m e n t
M ost o fth e  tim e, I prmfw fating a  I t 
4 am  the  type of person who Is  not in terested to le a d  others; i ; 
I am dt^nrtt'y not a Itader by nature 
:. L a m Jh t ty p t of parson who likes to be m icharg t of Others : :
: J usually-want to be the leader in the  groups tha t l work inr: : 
i:l;arTrTlht:;typjt:wfaoiwould;èctîvBly.;tuppottciiil8adBr:but prefBrsnot.to.bei 
I have a tendency to take  charge in most: groups or te am s that I work i:
1 seldom r tlu c tan t to  be the leader of a group '
1. .P^  .i 1. Next4
W T# ' "  '
P le a se  ra te  th e  fo llow ing  s ta te m e n t
liam only interested to lead a group ifthérè  are clear advantages form ^ I vIP "  .
I will never agree to le ad  if 1 cannot se e  any benefits frorn accepting that mie 
[lw oW d:onlyagm  faehetÀ ^rn-th^q^ .
I would agree to  lead o thers even rf there  a re  no special rewards or benefits with that role 
;jivmuld:\wrkftpikhow:\vh^:Si%-ijt#r!me"i%W^
1 never expect to get more privileges if I agree to lead a group 
IfJ agree  to leadf& g ro u p iJ w u ld in w
Fhave more of my own problems to  worry about than to be concerned about the  rest of the  group 
iLeadrng othe(Siismally::morsrofa^dirly:job:>r^henthanranrhonoiabrB one .....
Disagraa
Disagree -Neutral ; Agree Strongly Agree
/ .  U - ■j" - >
j
J f
. JS.r
■J
u
J :J
.J
V.J
«<J
J ' a '
- J ' y ■ -:Ji. Y .
1
L # . 0 0 0
strongly
Disagree
Disagree Nautrel ;^ 7 - :  Agree - Strongly Agree
: :: u ' n i l ' - v y i i i ■J
’J.- U . J  ;
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Motivation to Lead 
Factors
I Ptbv I I Next I
i
P le a se  ra te  th e  fo llow ing  s ta te m e n t
Ifeel tha t I have a duty to lead o thers ifl am asked 
I agree to  lead whenever I am asked or nom inated by the  other m embers 
rw asiaugh t-fo  -beiieveln the  value o n  1 ; ; ^ ^  ■!"
It is appropriate for people to accept leadership roles or positions when they are asked 
fhave been taught that I should ahvays volunteer to lead others:if I can 
It is not right to decline leadership roles 
It is an honor and privilege to be asked  to lead
People should volunteer to lead rather than wait tor others to ask  or vote for them  
I would never agree to lead ju st b ecau se  others voted for me:
strongly
D isagree
D isagree Neutral Agree strongly Agree
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Appendix 6.1
From: Mazlina Muhamad <mazlina@bnm.gov.my>
Subject: Seeking your participation
Date: 26 August 2009 02:05:00 GMT+01:00 
Cc: "Muhamad M Miss (PG/R - Psychology)" <M.Muhamad@surrey.ac.uk>
Dear Sir/Madam,
I am currently pursuing my postgraduate research in Occupational and Organisational Psychology at the University of Surrey and the research study 
that I am undertaking is focused on psychometric and leadership.
INVITATION
With regards to this study, you are invited to complete three online questionnaires; com petency potential, aptitude  and m otivation to iead ( in 
total approximately 1 hour to complete which you are able to do.so as and when you are free throughout Ramadan ). Please be assured that your 
responses will be completely confidential and anonymous and will be analysed as a group rather than on an individual basis. Data collected will only 
be used for research purposes.
In return of your participation, you will receive a tailored feedback report o f  your com petency/aptitude proHie as information and insights about 
yourself and for your personal development. I will also make myself available to explain to you the report in the future.
Also as my token o f  appreciation for your time and effort in completing all 3 questionnaires . you will receive a 2 GB flash drive and your name 
will be entered into a lucky draw for you to stand a chance at winning a 32GB flash drive.
I would be most privileged if you agreed to participate In my study, please reply with your full email address to me at this email cc. 
mm00099@surrey.ac.uk and I will proceed with sending you the links to the online tools. I would also be happy to answer any further queries on this 
study.
Selamat berpuasa dan menjalankan Ibadah dl bulan Ramadan. Semoga urusan kita dipermudahkan di bulan yang mulia Ini.
Thank you.
Mazlina Muhamad 
PhD Student
The information in this e-mail and any attachment(s) here to is only for the use of the intended recipient and m 
ay. be confidential or privileged. If you are not the intended recipient, any use of, reliance on, reference to, 
disclosure of, alteration to or copying of the information for any purpose is prohibited. Any information not re 
loted to BNM's official business is solely the author's and does not necessarily represent BNM's view and is not 
necessarily endorsed by BNM. BNM shall not be liable for loss or damage caused by viruses transmitted by this e 
-mail or its attachments. BNM is not responsible for any unauthorised changes made to the information or for the 
effect of such changes.
Appendix 6.2
From: "PhD Research @ BNM" <System.Administrator@sc-oasys.com> 
Subject: Completing Q uestionnaires ,
Date: 24 July 2009 17:12:04 GMT+01:00 
To: "Muhamad M Miss (PG/R - Psychology)" <M.Muhamad@surrey.ac.uk> 
Repiy-To: "PhD Research @ BNM" <Support.Manager@savilleconsulting.com>
Dear Me Me,
Thank you for agreeing to participate in the PhD Research @ BNM project. You are now invited to complete a few tasks in the study as and when 
you are available to  do so.
For the competency potential and aptitude questionnaire, please access the Saville Consulting Oasys Platform, select the link below or copy 
(CTRL+C) and then paste it (CTRL+V) into your web browser address bar:
http://BankNegaraMalaysia.sc-oasys.com/
Your Username and Password wili be sent to you in a  separate emaii, containing instructions on how to log in.
If you forget your Password you can request a new one by selecting the ‘Request a New Password' link from the login screen. If you have ndt 
received your Username and Password then please contact the Project Administrator using the contact details at the bottom of this email.
Estimated Time to Complete: '
Professional Styles: 45mins approx 
SWIFT Aptitude: ISmins approx
We recommend that you complete the individual questionnaire in one sitting. If it is essential for you to log out, you can and all your responses will 
be saved.
Once logged in, please update your personal details.
If you cannot see  your tasks, select ‘Current Tasks’ from the ‘Select View' drop down box.
As part of yoiir participation, you are also Invited to complete a motivation questionnaire at the following link: 
http://www.surveymonkey.com/s.aspx?sm=qfiiQ8LnQYBriHqg3w8ruA_3d_3d
If you encounter any problems or have any enquiries with regards to the study or questionnaire, you are welcome to contact the researcher : 
Mazlina Muhamad (mm00099@surrey.ac.uk)
Kind Regards 
Savilie Consulting 
&
Mazlina (Researcher)
Technical Support:
Please contact the Project Administrator using the contact details below. Please have this email close to hand when you call.
Telephone:+44(0)1372 475 706
Email: support.manager@saviileconsulting.com
Hours Available: Mon -  Fri 8am -  6pm (Excluding Bank Holidays)
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From: Mazlina Muhamad <maziina@bnm.gov.my>
Subject: Invitation to  participate in 360 study 
Date: 24 February 2010 17:54:09 GMT 
Cc: "Muhamad M Miss (PG/R - Psychology)" <M.Muhamad@surrey.ac.uk>
Dear Participant,-
THANK YOU for participating in my earlier PhD Research which you completed some psychometric questionnaires. Your personal report was made available 
through the system (prompted by email) and I hope you had found the report insightful of yourself on those traits/competenciqs.
Further into my research, I am now conducting a 360° evaluation of performance study. Having an assessment done by various parties and compared to how an 
individual perceives themselves provides a more meaningful picture on individual’s performance and more efficient to identify areas o f development This study 
involves an individual’s work performance being assessed by themselves and their boss, peers and/or subordinates.
This study is only open to Senior Executives and this would be valuable opportunity to get a 360° evaluation on your performance. If you would like to
participate, your cooperation would be appreciated tcrt
^ 1. complete a self assessment (ISmins); and/or 
. % 2. find other raters.and get them to agree to rate your work-supervisor; peers (no=2); subordinate (no=2) (if any) (also ISmins to complete)
If you can participate, please email me back your preferred email address and/or also the names & email o f other raters for me to send the online ^sessment. Y ou 
will receive a summary development report based on your ratings for your personal development and also you and your raters will receive a token of appreciation 
for your time and effort
I hope hear from you soon! Thank you.
Mazlina 
PhD Student
* Please be assured that your responses will be completely confidential and anonymous and will be analysed as a group rather than on an individual basis. Data
collected will only be used for research purposes only.
The information in this e-mail and any attachment(s) here to is only for the use of the intended recipient and 
may be confidential or privileged. If you are not the intended recipient, any use of, reliance on, reference to, 
disclosure of, alteration to or copying of the information for any purpose is prohibited. Any information not 
related to BNM’s official business is solely the author’s and does not necessarily represent BNM’s view and is 
not necessarily endorsed by BNM. BNM shall not be liable for loss or damage caused by viruses transmitted by 
this e-mail or its attachments. BNM is not responsible for any unauthorised changes made to the information or 
for the effect of such changes.
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1 .SM_Total Raw Score ,
2 SAA^Verbal Raw Score :
3 SAA_Numerical Raw Score
4 SAA_Diagrammatic Raw Score
5 Dg_Th«ught_RaW
6 PS_lnfluence_Raw
7 PS_Adaptability_Raw
8 PS_DeIivery_Raw
9 PS_AnalylicaI_Raw
10 PS_Factual_Raw
11 PS_Rational_Raw
12 PS_Learning briented_Raw
13 PS_Practically Minded_Raw
14 PS_lnsightful_Raw
15 PS_lnvenlive_Raw
16 PS_Abstract_Raw
17 PS_Strategic_Raw
18 PSJnteractive_Raw . .
19 PS_Engaging_Raw
20 PS_SeIf-promoting^Raw
21 PS_Convincing_Raw
22 PS_Articulate_Raw
23 PS_Challenging_Raw
24 PS_Purposeful_Raw
25 PS_Directing_Raw
26 PS_Empowenng_Raw
27 PS_Self-assured_Raw
28 PS_Comoosed_Raw
29 PS_Resolving_Raw
30 PS_Attentive_Raw
31 PS_lnvolving_Raw
32 PS_Accepting_Raw
33 PS_Posilive_Raw
34 PS_Change Oriented_Raw
35 PS_Receptive_Raw
36 PS_Reliable_Raw
37 PS_Meticulous_Raw
38 PS_Conforming_Raw
39 PS_Organised_Raw
40 PS_Principled_Raw
41 PS_Activity Oriented_Raw
42 PS_Dynamic_Raw
43 PS_Enterprising_Raw
44 PS_Striving_Raw
45 Total_MTL
46 Affectivejdentity MTL
47 Social_nonriative MTL
48 Noncalculafive MTL
49 Performance rating
50 Performance ratings 3 years
51 Act for Greater Good
52 Strategic Insigtits
53 Drive for Excellence
54 Self Confidence
55 Emotional Maturity
56 Empowerment witti Accountability
57 Team Leaderstiip and Alignment
58 Teamwork and Colloboration
59 Influencing and Managing Staketiolders
60 Leveraging on Stratgic Relationship
61 Organizational Understanding
62 Environmental Awareness
65 LocalCriterion_AS
66 LocalCriterion_E
67 LocalCriterion_RC
68 LocalCriterion_S
69 LocalCriterion_IO
70 Local_AnalysisStrategy
71 Local_Execut.on
72 Local_ResilienceComposure
73 Local_Supportiv
74 Local Interactions'
Std.
Deviation
Std. Error Std . Error
Valid Misslna Mean Mode Skewness sL Kurtosis of S kew ness K urtosis
Skewness Kurtosfs
- 144 46 11 88 3 42 12 044 202 .205 401 0 22 ' 0.51
144 46 4.37 1.57 -.177 .202 -.229, .401 -0.88 ' -0.57
144 46 4 07 1.76 .156 .202 -110 .401 0.77 , -0.27
144 46 3 44 152 -169 202 -359: 401 -0 84
188 585 16 46.25 ' 617.0 -.229 • .516 .353 -1.29 1.46-
188 ? 500 47 62 07 494 5 027 177 297 .353 0 1 5
188 2 550 86 41 34 576 5 -563 177 .705 .353 -3.18 2.00
188 2 579.08 42.57 547.5 -.094 .177 • -.699 .353 -0.53 -1.98
188 2 66.91 7.92 . 66.0 -.287 . .177 .147 .353 -1.62 0.42
188 2 68.23 6.85 70.0 -.283 .177 .378 .353 -1.60 1.07
188 2 59.87 10.46 57.0 -.249 .177 -.348 .353 -1.40 -0.99
188 2 69.86 8.14 75.0 -.356 .177 .048 .353 -2.01 0.14
188 2 70.20 6.63 70.0 -.478 . .177 1.061 .353 -2.69 3.01
188 2 68.04 6.88 64.0 . -.269 .177 .040 .353 -1.52 0.11
188 2 56.84 10.94 50.0 .214 .177 . -.417 .353 1.21 -1.18
188 62.35 9 97 58 0 -.054 177 -315 353 -0 30 -0.89
188 2 62.85 9.57 65 0 .117 .177 -.456 .353 0.66 -1.29
188 2 54.67 13.19 53.0 .386 .177 -.242 .353 2.18 -0.69
188 2 ' 60.01 10.73 56.0 .206 .177 -.396 .353 1.16 -1.12
188 . 2 47.85 11.48 38.0 .547 ' .177 -.007 .353 3.09 -0.02
188 2 56.72 9.30 57.0 -.094 .177 .417 .353 -0.53 1.18
188 2 56.19 12-10 66.0 -.404 177 .184 .353 -2.28 0.52
188 2 51.54 10.87 53.0 .300 .177 -.040 .353 1.69 -0.11
188 2 55 60 9 90 540 -040 177 -.017 353 -0 23 '  I q .05
188 2 59 22 10.76 53.0 -.227 .177 -.033 .353 ”-1.28 -0.09
188 2 58.67 10.58 49.0 .394 .177 -.159 .353 2.23 -0.45
188 2 66.76 8.79 69.0 -.230 .177 -.208 .353 -1.30 -0.59
188 2 49.75 9.74 52.0 -.217 .177 -.415 .353 -1.22 -1.18 .
188 48 50 8 46 50 0 051 177 015 .353 0.29
188 2 63.59 8.44 63.0 -.277 .177 -'■13 .353 -1.56 1.18
188 2 65.40 8.73 63.0 -.601 .177 1.077 .353 -3.39 3.05
188 2 65.56 9.25 64.0 -.392 .177 .092 .353 -2.21 0.26
188 2 62.09 9.28 67.5 -.729 .177 1.624 .353' -4.11 4.61
188 2 62.47 9.43 61.0 -.305 .177 .199 .353 -1.72 0.56
188 2 66.76 8.45 ■ 64.0 -.583 .177 .860 .353 -3.29 2.44
188 2 68.54 10.05 61.5 -.540 .177 -.226 .353 -3.05 - -0.64
188 2 63.91 10.00 56.0 -.104 . .177 -.210 .353 -0.59 -0.59
188 2 62.32 11.58 59.0 -.501 .177 .161 .353 -2.83 0.46
188 2 71.07 8.13 75.0 -.419 .177 -.250 .353 -2.36 -0.71
188 2 74.98 7.54 76.0 -.300 .177 -.145 .353 -1.69 -0.41
188 2 60.59 10.33 62.5 -.333 .177 -.031 .353 -1.88 -0.09
188 2 58.79 9.10 55.5 -.084 .177 -.605 .353 -0.47 -1.71
188 2 51.35 10.86 54.0 .282 .177 -.052 .353 1.59 -0.15
188 2 67.52 9.20 73.0 -.372 .177 -.650 .353 -2.10 -1.84
140 50 89.05 9.49 90.00 -.306 .205 -.026 .407 -1.50 -0.06
144 46 30.08 5.46 32.00 -.434 .202 -.344 .401 -2.15 -0.86
146 44 31.55 4.58 36.00 -.312 .201 .112 .399 -1.56 0.28
142 48 27.35 3 38 28.00 163 203 -028 11% .404 0 80 ' - 0 . 0 7
183 3.91 0 25 3 85 -135 .180 -131 357 -0.75 -0 .37
181 H i i p l i 78.14 5.02 " 79.35 -.008 181 -.334 359 -0.04 -0.93
175 15 1 46 0.72 1 00 -084 184 -220 365 0.46 . .-p-ep.
175 15 1.28 0.65 1.00 .289 .184 175 .365 1.58 0.48
175 15 2.14 0.80 2.00 -.723 .184 .787 .365 -3.94 2.15
175 15 1 58 0 74 2.00 078 .184 -324 .365 0 42 '■'"'-0,89
175 15 1.58 0 70 2.00 -.125 J .184 -162 365 -0.68 -P-44
175 15 T37 '“  068 ' ""'"Too .256 .365 -0.06
, 175 15 1.41 0.74 1.00 .371 .184 .348 .365 2.02 0.95
175 15 1.84 0.73 2.00 -.448 .184 .738 .365 -2.44 2.02
175 15 1 31 0 67 1 00 .496 .184 .352 .365 2.70 0.96
175 15 1.44 0 69 1 00 .112 .184 -167 365 0.61 -0.46
174 16 2.09 0.77 2.00 -.621 .184 1.387 .366 -3.37 3.79
174 16 2.06 0.73 2.00 -.999 .184 1.732 .366 -5.42 4.73
174 16 - 0.01 2.75 -.64 -.560 .184 1.135 .366 ■ -3.04 3.10
175 15 - 0.00 1.87 -.72 -.326 .184 .360 . .365 -1.77 0.98
175 15 - 0.00 1.84 1.18 -.277 .184 -.020 .365 -1.51 -0.05
175 15 - 0.00 1.83 -.33 -.091 .184 .894 .365 -0.50 2.45
175 15 - 0.00 1.88 -1.10 .253 .184 .337 .365 1.38 0.92
188 2 525.29 41.94 488.50 -.236 .177 ;496 .353 -1.33 1.41
188 452 63 37 72 463.00 -133 177 - 241 353 -0 75 -0.68;
188 2 279.71 28.93 301.50 -453 .177 .160 .353 -2.55 0.45
188 2 253.21 2514 257.00 -.267 .177 .058 .353 -1.51 0.17 ■
188 2 294 35 35.59 318 50 012 .177 133 353 0.07 0.38"
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1 2 3 4
1. AnalysisStrategy .420** .392** -0.072
2. Execution .876** .463** 0.029
3. Resilience & Composure 809** ' .801** 0.121
4. Supportiveness . .807** .815** .833**
5. Interactions .835** 796** 766** . .773**
Predictors 
5
.145* 
.249** 
.411** 
.252**
In-House Criterion
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ABSTRACT
The research attempts at identify the criterion of effective leadership in a 
Malaysian organization. The process of identification included examining cultural 
influences involved in leadership perception and comparing the findings with leadership 
literature. Findings were also compared with the in house and Saville WAVE models to 
further understand leadership in South-East Asia context. The findings showed leadership 
criterion reflected integration of common leadership theories and approaches,
INTRODUCTION
Despite the growing interest of global leadership due to globalisation and 
internationalisation of the world economy, empirical studies of leadership located in 
South East Asia are still comparatively sparse compared to the body of evidence from the 
Western world (Taormina & Selvarajah, 2006). An international series of studies of 
leadership, the GLOBE project had provided insights into Malaysian leadership taking 
into account cultural values on a Southern Asia regional level by highlighting that 
countries in the area were ‘high on group collectivism, power distance and humane 
orientation and low on gender egalitarianism (Gupta et. al, 2002). However, classifying 
Malaysia based on cultural dimensions common with other countries might be 
insufficient given that each country possesses their own uniqueness (Niffenegger et al. 
(2006) cited in Selvarajah & Meyer (2008). Some factors might be unique to individual 
countries, with implications for leadership behaviour. The current economic recession 
that is experienced throughout the world has also created a more difficult operating 
environment that would also demands different skills and the ability to manage these 
situations. Thus this leadership research is timely to provide local and contextualised 
validation data on such a critical element of any organization and nation.
In line with efforts of understanding the underlying dimensions of organizational 
leadership, competency based models have often been relied upon by organizations to 
identify, assess and developed leadership. Bartram (2005) in the Great 8 competencies 
research had demonstrated how a criterion centric approach to validation which involves 
differentiating performance in the criterion domain such as differentiating factors of job 
performance will lead to better articulated predictors o f work-related behaviours. This is 
saying that measuring the individuals’ competency potential will lead to better prediction 
of work performance. Thus, taking a criterion centric approach, that rests on the a priori 
definition of appropriate performance criteria (Bartram, 2005) is expected to contribute 
both to the understanding of leadership by contrasting the local model with established 
psychological leadership theory and also to further our understanding of adequate 
performance measurement, which is of practical relevance given the often lamented 
shortcomings of organizational measures.
RESEARCH QUESTIONS
The focus of the present research is to investigate organizational leadership in a 
Malaysian organization guided by the following research questions:
• How are leadership criterion/a captured in local competency models?
• How are efficient leaders characterised by current employees, and how can these
characteristics be translated into a leadership model?
• How do the above models map onto to the extant leadership literature?
• What are the implications for measuring and predicting leadership in this context?
METHODOLOGY
The research setting is a semi-government institution in which the. organizational 
agendas and leadership involved would, have national level impact. The research 
presented here was undertaken in three stages:
1) The first stage was focused on eliciting concrete examples of effective and 
ineffective leadership behaviours using a Critical Incident Technique (GIT). 
Interviews, were conducted with a representative sample of 26 employees (peers, 
subordinates and supervisor of leaders) on their personal experiences with 
effective/ineffective leadership.
2) The second stage was concerned with producing relevant themes based the 
behavioural indicators collected Jfrom the critical incidents. A card sort task with 
three different groups were conducted; this included a European (n=8), Asia 
Pacific (n=7) and Malaysian (n=4). Respondents were asked “to classify cards 
with leadership on the basis of their ‘similarity’, ‘relatedness’, or ‘co-occurrence’” 
(Rosenberg & Kim, 1975 cited in Whaley & Longoria, 2009), and label the 
themes accordingly.
3) The third stage was done by a focus group that included a mixed background of 
participants to take the themes produced from the card sort tasks from each group 
(total o f 17 main themes and 50 sub themes) and developing a leadership model 
for the organization from this data. This preliminary model of leadership was 
then compared to the existing in-house model to determine the validity and also 
leadership literature, with focus on the Saville Wave model, to understand further 
leadership in this context.
FINDINGS
Interviews
After conducting a rigorous process of data cleaning among researchers and 
independent individuals on the 672 behaviour/trait indicators extracted, a total of 180 
behaviours and traits were used for developing the model.
Card sort task
Overall, it can be seen that the themes included competencies relating to the job 
or roles of a leader, personality traits, interactions with others, thinking abilities and 
having prior knowledge and experiences. The card sort activities showed an that the 
Asian and Malaysian group had more people oriented themes in comparison to the 
European group which included themes such as staff oriented, effective communications 
with all levels, managing relationships and collaborative.
Focus Group (see Figure 1)
The themes identified as criteria of effective leadership from the data collected
included:
a) thinking ability ie. analysis and strategy,
b) people oriented themes ie. supportiveness and interactions with others; and
c) task oriented themes ie. execution and resilience and composure.
An interesting observation was the core theme of ‘role model in the model they 
had developed. The participants described that motivation was relevant to all of the 
themes in some way or another and thus ‘role model’ which included ‘motivation and 
‘leading by example’ was identified as central and separate from other main themes. 
This motivation was described from the data to be from within the leaders and translated 
into their actions.
Comparison o f the Model with in-house and Saville WAVE model (see Fisure 2)
When comparing the leadership model with the in-house model for validation and 
also other leadership model such as the Saville WAVE model, there were overlaps with 
the themes and the competencies which provided confidence of relevancy and at the same 
time show some insights.
Insert Figure.bmp
DISCUSSION
The above process from the initial identification of behaviours, through the 
subsequent clustering and comparative process, revealed insights of cultural influence 
involved in identifying leadership effectiveness criteria and which were also judged 
relevant for the comparison with current leadership literature.
One cultural differentiation that was observed during the card sort task was the 
respective emphasis on people related themes that groups had come up with. The 
GLOBE research based on the implicit leadership theory explains that culture influences 
individuals’ perception of leadership where Southern Asian leadership; that includes 
Malaysia; scored high on ‘team oriented’ ie. team builders, collaborative and diplomatic 
(V. Gupta et al., 2002). These preferences could be one of the explanations for why this 
aspect of leadership had received more emphasis in the card sort task from the Asian and 
Malaysian group.
Overall, the independently developed leadership criterion model from critical 
incident data in this organization was in line with the current in-house competency model
and also mapped onto current literature. The model developed by the focus group had 
included themes of the common approaches to leadership such as cognitive ability, a 
distinction between people and task oriented and also motivation. This integrative 
approach of depicting the criterion is thus similar to the findings of the Great 8 
competency factors which included general mental ability, big five personality and 
motivational factors and the Saville WAVE model is an integration of trait theory, 
competency approaches, culture and motivation. The model developed was compared 
with the WAVE model and there were similarities in the criterion.
' The role model criterion identified in the focus group represented that the leaders 
were people who were motivated to be a leader and also be an example. The motivation 
highlighted was similar to the research on ‘motivation’ by Chan & Drasgow (2001) in 
which they had shown that one’s ‘motivation to lead (MTL) will affect the individual’s 
participation in leadership roles and activities’ and that this MTL provided incremental 
validity over other predictors such as general cogmtive ability, values, personality and 
attitudes in the prediction of 2 behavioural measures of leadership potential’ (Chan & 
Drasgow, 2001). Hence, motivation appears crucial and this is an element that will feed
into a subsequent quantitative validation study.
In conclusion, this study makes two contributions, one on a practical and also on a 
theoretical level. First, the method applied here showed how a local competency model 
can be validated and mapped against other models, which is important as anecdotal 
evidence suggests that many competency models are implemented without prior 
validation. Secondly, firom the local data collated here there was indication that, in line 
with prior research, person-related qualities are seen as more important than task-related 
qualities. Motivation was also important in its own right. Moving forward, this research 
will inform a subsequent quantitative study to ascertain which leadership aspects are 
associated with measures of ability, personality and competence and motivation 
respectively. However, it will remain important to ensure that the criterion and measures 
involved with consideration of the cultural context.
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Appendix 8.2
A Criterion-Centric Approach for the Validation pf Leadership Effectiveness in 
a ‘Getting it Right’ Organisation
Background
Research has shown that rather than relying on a som ew hat intuitive 
approach to selecting predictor m easures, such as psychometric tests, to tap into 
performance m easures, the conceptual matching of predictors and criteria for a 
specific construct has resulted in higher validify estim ates (Warr, 1999; Bartram, 
2005). Understanding the criterion domain to increase the precision of appropriate 
m easures is essential and the present study focused on the criterion domain of 
leadership effectiveness in a South East Asia context where the notion of whaf 
m akes a leader effective still has little local empirical evidence.
Design
The first phase w as focused on identifying the criteria of organizational 
leadership effectiveness, while the second phase focused on the m easurem ent and 
validation of the identified criterion.
Phase 1 -  Identification of the criterion
This involved the collection of behavioural indicators using critical incident 
technique interviews with staff in a semi-governmental organization that had national 
impact a g e n d a s ., In an effort to ensure that the data analysis w as not internally 
biased, the data analysis included independent contributors. Through a card sort 
involving three groups with different backgrounds, the commonalities within the 
behavioural indicators were reduced into them es. From there on, a focus group with 
a mixed background refined the criterion of leadership effectiveness.
Findings
While the study w as limited to only one organization in Malaysia the 
qualitative process from the initial identification of behaviours, through to the 
subsequent clustering and comparative process in the methodology and data 
analysis procedure of the research provided som e Insights into the m easurem ent of 
the criterion of leadership effectiveness in a SE Asia context. S e e  Table 1 for the 
criterion of leadership effectiveness.
Discussion
A subtle cultural differentiation that w as observed during the card sort task  
w as the respective em phasis on people-related them es by the Eastern background 
groups which w as judged more important by Asian participants. This relates to the 
GLOBE research which found that Southern Asian leadership scored high overall on 
‘team  oriented' i.e. team builders, collaborative and diplomatic behaviours(Gupta et 
al., 2002). This finding is important for researchers and practitioners to note, a s  such  
subtle differences can have implications for related interpretation of psychometric 
results.
The criterion domains identified from the groups involved in the study 
consisted of leaders’ behaviours that were related to the job, interaction with people, 
thinking abilities and motivation. T hese are closely aligned to the com ponents of 
Bartram (2005) Great Eight model which are associated with personality, motivation 
constructs. Likewise, the findings were also comparable to the Saville Consulting 
W ave model of work performance that consisted of four clusters which include; 
Thought, Influence, Adaptability and Delivery a s  well as m easures of abiliy and 
overall effectiveness(M aclver et al., 2006).
Evidently, the com ponents of leadership effectiveness found in this study are 
comparable with other research done in the W est even if the em phasis differs. The 
ascertained criterion domains of leadership effectiveness were used as input for the 
subsequent phase of the research.
Phase 2 -  Measurement and Validation of the Criterion
T h e relevant predictors of psychometric tools were determined as m easures 
for the-criterion domain of leadership effectiveness identified in the previous 
research. A personality questionnaire, cognitive ability test and a motivation m easure . 
were selected as predictors for the criterion domain (se e  Table 1) in the validation 
phase. The predictors included;
a) Saville Consulting Wave® Professional Styles
An online questionnaire measuring personality, motivation, com petencies
and preferred culture
b) Saville Consulting Swift Analysis Aptitude Test
A s se sse s  critical verbal, numerical and diagrammatic reasoning
c) Motivation to Lead (MTL) {Chan & Drasgow, 200^)
A s se sse s  an individual’s  motivation to lead; eg. leader or leader-to-be’s
decisions to assum e leadership training, roles and responsibilities;
Affective-identity, Social-normative, Non-calculative
A total of 180 staff, from the organization, completed the three predictor 
instruments. The six predictor com posites were computed from W ave Professional 
Styles Dimension scores using unit weights.
W e also collected job-relevant criterion m easures from the organization’s 
performance management system  consisting of a 3 year weighted average job 
performance rating (derived from the 3 latest annual performance ratings that are 
discussed  and moderated between staff, supervisor and management) and also  
com petency ratings (based on 12 com petencies on a 5 point rating sca les). A 
conceptual mapping exercise involving independent subject matter expert and also  
researchers determined the expected relationships with the criterion i.e the 
hypothesised relationships. T h ese relationship between the predictors and criterion 
were the subject of study.o.
Results
The finding of the analysis is presented in Table 2,3 and 4. Key findings 
include:
• Many small correlations between the PS composite scores and the 
hypothesized com petencies ratings that fail to reach statistical 
significance. However, the results did show  that the ‘Supportiveness’ 
com posite predictor did have significant correlations with som e of the 
com petencies. The Analytical com posite predictor achieved significant 
validities for the job performance ratings. In fact the Evaluative section  
correlated .32 with the three-year performance rating, and Structured 
.17.
• The cognitive ability test w as found to be significantly correlated (.32) 
as hypothesized with job performance ratings and most of the 
com petencies.
• One com petency (‘act for greater good’) had a strong elem ent of 
motivation. For the hypothesized predictor MTL, the correlation w as  
significant for the MTL Social Normative with Act for Greater Good.
• The unrotated and rotated factor structure of Professional Styles and 
the com petencies closely match the Three-Effectiveness-Factor 
model.
Discussion . . .
Cognitive ability has been established as a powerful predictor of job 
performance (Schmidt & Hunter, 2004). This significant correlation provided 
evidence that a cognitive ability test developed In the W est could be a powerful 
predictor in a  SE Asia. The correlation coefficient size w as comparable with previous 
findings in America and Europe.
The MTL predictor correlation with the competency ‘Act for Greater Good’ is 
as expected . In this ca se , the MTL Social Normative showed a significant 
correlation with the hypothesized com petencies (and also other com petencies). This 
indicates that motivation w as not confined to a particular criterion.
The analysis provides statistical validation of the three domains of leadership 
effectiveness as found in the Phase 1 of the study. The research also investigated 
a model of leadership effectiveness.. Kurz et al. (2009) outlined the three 
Effectiveness Factors underpinning superior job performance, comprising of 
’Promoting Change’, ‘Demonstrating Capability’ and ‘Working Together’. Despite the 
people oriented criterion found in the research and also in the organization s  model, 
the findings demonstrated that cognitive ability plays a strong relationship with job 
performance and other com petencies.
In conclusion, the study found that in line with prior research, person-related 
qualities were seen  as more important than task-related qualities by ernployees 
aspiring to be leaders. However, when measuring the criterion, cognitive ability tests  
were more powerful predictors. This shows that there is a difference between what 
might be attributed as desirable leadership qualities and what actually m akes a 
difference to performance. T hese findings have to be understood also in the light of 
the sample, where ‘getting it right’ is Crucial the organizational objectives. W e d iscuss  
implications for future research. Leaders are more effective if they are bright.
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Table 1. Criterion of leadership effectiveness.
Criterion PREDICTORS (Saville WAVE PS 
Dimensions, SAA & MTL) In-house Competencies
Analysis & Strategy
• SWIFT Aptitude (SAA)
• Strategic, Abstract, Inventive, 
Practically minded. Learning 
oriented. Insightful, Factual, 
Analytical
• Organizational Understanding
• Environmental A w areness
• Strategic Insights
Execution
• Purposeful, Directing, Striving, 
Meticulous, Reliable, Organised, 
Self-assured
• Empowerment with 
Accountability
• Drive for Excellence
Resilience & 
Composure
• Positive, Composed, Resolving, 
Activity oriented. Dynamic
• Self Confidence
• Emotional Maturity
Supportiveness • Attentive, Accepting, Involving, 
Empowering
• Team Leadership & Alignment
• Teamwork & Collaboration
Interactions with others • Engaging, Interactive, 
Convincing, Articulate, Receptive
• Influencing & Managing 
Stakeholders
• Leveraging on Strategic 
Relationship/Networking
Role Model • Motivation To Lead Act for Greater Good
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Appendix 8.3
Understanding and measuring leaderW p  
effectiveness in a South East Asian context
Mazlina Muhamad a  Almuth McDowall
The focus o f this article is to outline a case study from a South East (SE) Asian context, where, 
combined qualitative and quantitative approaches are being used to facilitate a better understanding 
and measurement o f leadership effectiveness. We briefly outline some o f the underlying research and  
then our methodology, then present the results from the first phase o f the research and relate the 
findings back to existing leadership frameworks.
Ra t h e r  th an  relying o n  a som ew hat intuitive ap p ro ach  to selecting p red ic to r m easures, such  as psychom etric tests, to tap  in to  p erfo rm ance  m easures, research  has shown th a t the  concep tual m atch ing  o f  pred ictors an d  criteria fo r a  specific 
construct has resu lted  in  h ig h e r validity estim ates (Warr, 1999). B artram  (2005) took  this 
no tio n  one  step fu rth e r by argu ing  th a t a ‘c rite rion  cen tric ’ approach , focusing fro m  the 
outset o n  the  c rite rion  ra th e r th an  p red ic to r(s), provides a m ore  m eaningful m easu re  o f 
the  im p o rtan t aspect o f workplace behaviours. In  a  c rite rion  centric  approach , th e  pairing  
o f the  p red ic to r w ith relevant m easu rem en t o f the  crite rion  results in  m ore  accurate  
p red ic tion  o f jo b  perfo rm ance, by allowing researchers an d  practitioners to  specify an d  
th en  m easure w hich aspect o f a c rite rion  is best m easured  by certa in  predictors.
Given th e  im p o rtan ce  o f  u n d e rs tan d in g  th e  c rite rio n  d o m ain  to in c rease  th e  
precision o f app rop ria te  m easures, the  p resen t study focused o n  leadersh ip  effectiveness 
criteria  o f  in  a SE Asian organisation. T he research  investigates leadersh ip  effectiveness 
c rite rion  in  a SE Asian con tex t w here the  econom y is grow ing rapidly an d  w here  local 
leaders exercise th e ir  acquired  W estern leadersh ip  skills in  the  local co n tex t b u t  in  
practice may be culturally unaccep tab le  (C han, 2004). L eadersh ip  studies, such  as the  
GLOBE project, have iden tified  global leadersh ip  traits, based  on  the  assum ption  th a t 
cu lture varies betw een countries w ith leadersh ip  an d  m an ag em en t im plications (Javidan 
e t al, 2006). T herefo re , we h o p e  th a t the  p re sen t study will also con tribu te  to  the  
leadersh ip  lite ra tu re  m ore generally, as em pirical studies o f  leadersh ip  located  in  SE Asia 
w hich are still com paratively sparse com pared  to the  body o f  evidence from th e  W estern  
world (Taorm ina & Selvarajah, 2005).
The research questions
T he p re sen t research  investigated the  crite rion  o f  organisational leadersh ip  effectiveness 
in  Malaysia being  p a rt o f SE Asia gu ided  by the  following research  questions:
■ W hat are the leadership effectiveness criterion/criteria? 
m How do the criteria m ap onto to the extant leadership literature?
M ethodology
T he study p ro ceed ed  in  th ree  stages as described  in  Figure 1. T h e  research  se ttin g  was a 
sem i-governm ent institu tion  in  w hich the, organisational agendas involved have n a tio n a l 
level im pact with over 2500 employees.
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1. T he first stage elicited concrete  exam ples o f effective an d  ineffective leadersh ip  
behaviours using  GIT interviews with a  representative sam ple o f 26 em ployees (peers, 
subordinates and  supervisor o f leaders) o n  th e ir experiences with sen ior officers 
dem onstra tion  o f efrective/ineffective leadersh ip  behaviours.
2. T he second stage p ro d u ced  relevant them es based on  th e  indicators collected from  
the GIT As the  organisation h ad  an  in-house m odel o f leadersh ip , card  so rt tasks with 
th ree  d ifferen t groups w ere conducted; E u ro p ean  (n = 8), Asia Pacific (n  = 7) and  
Malaysian (% = 4) w ere asked to classify cards in to  clusters o n  the  basis o f  th e ir 
relatedness an d  label the  them es accordingly.
3. D uring  the  th ird  stage, a  m ixed  background  o f participants took  p a rt in  a focus g roup  
to finalise the  crite rion  o f leadersh ip  effectiveness behaviours.
Stage 3Stage 2Stage 1
Focus groupPROCEDURE
SAMPLE
Critical In c id en t 
Tech. interviews 
(GIT)
S ta ff in 
organisation
t
OUTCOM E [b e h a v i o u r a l  I
I INDICATORS J
C ard so rt task
Independent Independent
t
THEMES ^ CRITERION
Figure 1: R esearch strategy
Findings
1. Interview s
A fter co n d u c tin g  a rigo rous process o f d a ta  c lean in g  by th e  resea rch ers  a n d  
in d e p en d e n t individuals o f the  initial 672 behavioural indicators extracted, a final 
total o f 180 indicators were used to de term ine  the  criterion.
2. C ard so rt task
This p ro ced u re  p ro d u ced  a total o f 17 m ain  an d  50 sub-them es, in  w hich the  them es 
o f leadersh ip  effectiveness included  dim ensions th a t were task o rien ted , p eo p le  
o rien ted  an d  th ink ing  abilities.
T he  card  so rt activities showed th a t despite having sim ilar clusters o f crite rion  re la tin g  
to leadersh ip  effectiveness, the Asian and  Malaysian g roup  p u t m ore em phasis on  
people  o rien ted  them es in  com parison to the  E u ropean  group.
3. Focus g roup
T he  leadersh ip  effectiveness criterion  o f the  organisation  as identified  d u rin g  this
research  is shown in  Figure 2.
T h e  various aspects can be divided in to  a) th ink ing  ability i.e. analysis Sc strategy, b) 
peop le  o rien ted  them es, i.e. supportiveness an d  in teractions with others; c) task o rie n te d  
them es i.e. execu tion  and  resilience Sc com posure; an d  d) m otivation.
This m odel aligned  conceptually  with the in-house m odel in  overview.
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ANALYSIS & STRATEGY
Sees the big picture 
Plan 8c prepare/review 
evaluate
Has the knowledge & 
experience 
Strategic thinking 
^ a ly tica l & insights 
Managing work with 
strategy
Problem solving 
Learning orientated 
Information seeking 
Open to ideas
EXECUTION
Takes ownership 8c
responsibility
Decisiveness
Standing firm
Pushes forward -
Provides directions
Setting objectives and
planning
Results focused
‘Hands on’ -  to get things
done
Leading a team
RESILIENCE & 
COMPOSURE
Positive mindset 
Deal with pressure and 
composure 
Positive attitude 
Passionate about job
ROLE MODEL
Lead professionally/example 
— -—  Motivation ------------
SUPPORTIVENESS
Support 8c concern with 
staff welfare
Collaborative 8c open to
feedback
Teamwork
Development of staff 
Understand staff 
Encouraging staff 
Trust and empowerment
INTERACTIONS WITH 
OTHERS
Approachability 
Easy to work with 
Sharing info/knowledge 
Effective communication 
with all levels 
Managing
bosses/management 
Managing staff 
Open to people
Figure 2: Criterion of leadership effectiveness 
Discussion
It is acknowledged that this study was limited to one organisation in Malaysia. However, 
the qualitative process from the initial identification of behaviours, through to the 
subsequent clustering and comparative process in the methodology and data analysis 
procedure of the research, have provided insights of the criterion of leadership
effectiveness in a SE Asia context.
A subtle cultural differentiation that was observed during the card sort task was the 
respective emphasis on people-related themes by the Eastern background groups, which 
was judged more important by Asian participants. This relates to the GLOBE research 
which found that Southern Asian leadership scored overall high on ‘team oriented’ i.e. 
team builders, collaborative and diplomatic (Gupta et al., 2002). This finding is 
im portant for researchers and practitioners to note, as such subtle differences can have 
implications for related interpretation of psychometric results.
Despite having different groups involved, the broad criterion identified consisted of
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leaders’ attributes that were related to carrying out the job /ro le, interaction with people, 
thinking abilities and motivation. These are similar to the components of Bartram (2005) 
Great Eight model that comprise of personality, motivation and ability constructs. 
Likewise, the findings were also comparable to the Saville Consulting Wave model o f work 
performance that consist of four clusters which include; thought, influence, adaptability 
and delivery (Maclver et al., 2006). Evidently, the components of leadership effectiveness 
found in this study are comparable with other research done in the West, even if the 
emphasis differs.
In conclusion, in our view this study makes two original contributions, on a practical 
and theoretical level:
1. The m ethod applied here showed how a local model can be validated and mapped 
against other models. This is important, as anecdotal evidence suggests that many 
competency models are implemented without prior validation.
2. From the local data collated here, there was indication that, in line with prior 
research, person-related qualities are seen as more important than task-related 
quahties.
Moving forward, this research will inform a subsequent quantitative study to ascertain 
which leadership aspects are associated with measures of ability, personality and 
competence and motivation respectively.
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